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UPWARD MOBILITY: A STUDY OF BARRIERS ENCOUNTERED AND
STRATEGIES EMPLOYED BY ASSISTANT PRINCIPALS ASPIRING TO BE
PRINCIPALS

ABSTRACT
American social culture had a long-prevailing ideology that minorities were
inferior to their Caucasian counterparts. Clearly, though, integration reflected an
acknowledgement that racial equity and equality could and should be achieved in the
composition of schools. In the last 40 years, as a profession and individually, educators
have shifted from concerns about removing legal constraints or policy barriers based on
race or gender to issues of equity and access to opportunity for advancement to the sitebased leadership position called the principal.
This study use Marshall's typologies of the (1992) plateaued assistant principal,
shafted assistant principal, and the assistant principal who considers leaving to
determine if there are significant differences in the barriers to upward mobility between
aspiring minorities and their Caucasian counterparts. Additionally, the strategies
employed by currently practicing principals were assessed to determine if the strategies
assistant principals intend to employ are the same as the successful ones employed by
practicing principals.
The findings of this research indicate that some assistant principals still meet
barriers to their ascendancy. Promisingly, this study indicated that barriers based solely
on race are minimal. Lack of mentors, lack of sponsors, and exclusion from the ole'
boys/girls' network were critical barriers to advancement. Some assistant principals,
though, found that their climb has been free from barriers. A holistic approach to career
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development emerged as the most effective way to overcome the ole' boys/girls' network
and get a job as principal.

TODD CALVERT DAVIDSON
DEPARTMENT OF EDUCATIONAL POLICY, PLANNING, AND LEADERSHIP
THE COLLEGE OF WILLIAM AND MARY IN VIRGINIA
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CHAPTER!
THE PROBLEM
American social culture had a long-prevailing ideology that minorities were
inferior to their Caucasian counterparts. This philosophy infiltrated every aspect of life.
Laws were established and implemented that prohibited individuals from participating in
a variety of activities simply because of their ethnicity or gender. The American
educational system has reflected these societal trends as it evolved. A segregationist
social and educational ideology created an educational climate in which minorities'
opportunities for placement and advancement were limited, their educational resources
were inferior, and positive images of their history and culture were not pervasive in
school culture (Williams & King, 2002).
Commencing in 1954, however, with the Brown v. Board of Education (347 U.S.
483) decision, the majority of America's largest and most visible school districts were
subject to developing and implementing desegregation plans for their students and
workforces. In the short-term, integration produced dramatic changes in the racial
composition of various schools, while the long-range impact varied from district to
district. Integration clearly reflected an acknowledgement that racial equity and equality
could and should be achieved in the composition of schools. In the last 40 years,
educators, as a profession and individually, have shifted from concerns about removing
legal constraints or policy barriers based on race or gender to issues of equity (Parks,
1999). The focus for high achieving minority educators is on ensuring that they, as well
as their students, receive opportunities that support their personal, academic, and
professional growth.
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To facilitate continued change and progress towards access and equity, the
education profession must confront, develop, and evaluate a strategic plan to achieve the
spirit of diversity. Parks (1999) posits that organizations must mitigate fears and
misconceptions about access to create a culture and climate in which diversity at all
levels contributes to the richness of teaching and learning. Recognizing that fears about
racism and its practice still exist is critical to addressing critical shortage areas in which
there are a dearth of highly qualified minority applicants and participants (Virginia Beach
City Public Schools, 2008). According to Parks, hiring authorities in central office
educational leadership positions must confront and allay fears about partiality by
examining their unconscious, deeply held assumptions; acknowledging their own
privilege or resentments; and recognizing how their own values, priorities, and attitudes
are expressed in their hiring practices and perceptions of applicants.
Currently, while great strides towards fairness and impartiality in opportunities
for advancement have been made, it appears that there continues to be a group of
individuals who aspire to advance in education but remain professionally immobile. They
have the credentials to become principals, but for some reason they have been
unsuccessful in their attempts to be promoted and to successfully compete for the
principalship.
In addition to the ethnic barriers perceived by principal aspirants, there are some
gender concerns as well. Historically, there was a prevailing belief that women are not
suited intellectually, emotionally, or physically for leadership roles (Chappell, 2000).
Whereas men are socialized to aspire for professional mobility, women have been
conditioned to nurture and maintain the home (Chappell, 2000). While teaching has been
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traditionally considered a female profession, the principalship, particularly at the
secondary level, has been viewed as a job for men.
While problems exist, some new evidence has emerged in the past decade that
raises additional issues for the principalship. There are eligible candidates for the
principalship who have decided not to apply for the job. This study seeks to identify
barriers and strategies of principal aspirants. In doing so, the issue of qualified principal
candidates will be addressed. Changes in responsibility, state accountability
requirements, lack of resources, federal mandates, job pressure, and low compensation
are all reasons cited for why qualified candidates neglect to apply for jobs as principals
(Howley, Pendarvis, & Gibbs, 2002). In addition, Daresh and Capasso (2002) suggest
that the principalship, for many potential aspirants, is perceived as a "noneducational"
career path.
Some argue that national and state policy makers are attempting to solve this
shortage by looking for new pools of applicants to take over the job of being school
principal (Daresh & Capasso, 2002). These applicants include nontraditional candidates
who my have no teaching experience in the public or private school, but who have served
as military or private industry leaders. These nontraditional candidates are afforded
opportunities to participate in alternative certification programs, or the certification
standards for traditional principal applicants are limited or eliminated (Daresh &
Capasso). The belief that someone with little or no experience in public education could
lead a school building devalues the principalship and what it means to be school leader
(Daresh & Capasso). So while there continue to be qualified principal aspirants who
cannot seem to find principal employment, other means are being used to attract
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additional candidates to the pool of applicants. Do these alternate pathways to the
principalship serve as a latent barrier for assistant principals seeking the principalship?
The path to the principalship, traditionally, began by becoming, first, an assistant
principal. Serving as an assistant principal provides hands-on training and experience
that are preparation for a principal position (Daresh, 2002). Traditionally, it was believed
that the assistant principal was an entry-level position for a blossoming administrative
career (Marshall, 1991). It was assumed by hiring authorities that if an assistant principal
was able to handle the duties of being an assistant, that they would experience upward
mobility in their administrative career. The assistant principal had opportunities to
directly interact with supervisors and learn the behaviors necessary for professional
advancement (Marshall). Furthermore, assistant principals, historically, were responsible
for maintaining the norms, values, and rules of the present school culture while serving as
conflict mediator, disciplinarian, and problem solver (Marshall).
The tasks most commonly assigned to principals and assistant principals,
however, are vastly distinct and separate. With increased professional standards and
expectations, and heightened federal and state educational oversight, the job of the
assistant principal has changed. It has changed into an instructional leadership position
requiring self-reflective skills and an ability to inspire others to effectively solve
problems and support the vision and mission of the organization (Daresh, 2002).
Kouzes and Posner (2002) cite several ways that leaders can see inwardly and
enhance their self-reflection skills so they can enlarge their vision, expand their range,
and enhance their leadership skills. One such way posited is to take time for
contemplation (Kouzes & Posner, 2002). Contemplation hinges on effective time
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management skills because it is often overlooked for the more public expressions of
leadership. The demands on a leader's time are many, but in order to experience
leadership growth and stability, one must commit to personal contemplation and
replenishing. This helps leaders avoid the pitfalls of burnout while providing a personal
platform for internal exercise that refreshes the soul and reinvigorates passion to enable
the leader to continue championing the cause of the organization.
While school leaders were historically former coaches and strong-handed
disciplinarians, the nature of change has caused school leadership to be viewed
differently (DiPaola & Tschannen-Moran, 2001). School leadership now requires
flexibility and eloquence to administer and negotiate healthy change. Pullan's leadership
framework offers that managing personal leadership responsibility means being
enthusiastic, hopeful, and energetic while exhibiting moral purpose, understanding the
change process, building relationships, creating and sharing knowledge, and making
coherence (DiPaola & Tschannen-Moran). It is clear that these are dynamic pursuits and
necessitate extreme commitment from the leader in a change environment.
Current principals and principal aspirants are now tasked with exhibiting moral
purpose and with understanding the change process in addition to myriad duties in school
management and conflict resolution (Fullan, 2001). Moral purpose seems to connote that
leaders should exhibit sound ethical principles and have high integrity, but Fullan
expands the use of the term. His use includes ethics and character, but adds that leaders
should act with the goal of making a positive difference in the lives of employees,
customers, and society as a whole (Fullan). This is an extreme burden on organizational
leaders and makes them accountable for the morale of the organization and the
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environment in which the organization operates. School leaders, however, should be
responsible for setting the pace and should have every intention of adding value to the
lives of those the lead. When leaders operate consistently with moral purpose, they are
better positioned to avoid abusing their power, their position, or their authority.
Furthermore, Fullan (200 1) insists that leaders must understand the change
process by noting that the goal of leadership is not to be known for the most innovations.
Leaders, particularly high achieving leaders, can benefit greatly from this advice. Instead
of attempting to outdo and outpace others, leaders should focus on building innovation
into the culture, so that it is not foreign or unexpected. Whimsical innovations, based
upon Pullan's (2001) assertions, are often unsuccessful in the long term, but when the
culture becomes one of enhancement and improvement, then it is interwoven into the
organizational fabric and those modifications can experience long-range success.
Organizational leaders must be willing to facilitate less sensational alterations in the
intermediary to produce positive future organizational results.
Furthermore, Kouzes and Posner (2002) suggest that leaders write a tribute to
themselves to supply themselves with accurate information regarding their personal view
of who they are. This tribute should focus on personal core values, likes and dislikes, and
quirks and inconsistencies. Remarkably, according to the literature, recognizing and
recording these personal standards of excellence has a significant impact on leaders
acting in tandem with them (Kouzes & Posner, 2002). Those assistant principals who
have built the internal capacity to enlist the assistance of others, to champion the vision of
the school, and who are constantly seeking personal improvement, seem to be equipped
to advance to the office of principal.
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Clearly, the roles and responsibilities of school leaders have changed over time,
but principal aspirants continue to emerge who seemingly have these attributes, but still
are not advancing.
The assistant principalship has long been considered a place where future
principals were nurtured and groomed for the principalship (Marshall, 1992). The role of
assistant principal developed as a result of the principal's need for assistance in managing
the day-to-day operation of the school. Assistant principal's roles and responsibilities
are often based on the size of the school and the level, either elementary or secondary, of
education provided (Daresh, 2002).
All assistant principals, though, are not aspiring principals. According to
Marshall ( 1992), assistant principals, in terms of their career advancement potential and
aspirations, can be categorized in the following ways:
1) The upwardly mobile assistant principal who has developed a highly useful
and active network of colleagues in professional organizations.
2) The career assistant principal who does not desire to be promoted, but has
peace and good relationships with superiors.
3) The plateaued assistant principal who would like a promotion to principal, has
applied and been rebuffed.
4) The "shafted" assistant principal who has fulfilled the criteria for upward
mobility but is not given an opportunity.
5) The assistant principal who considers leaving who is young enough to have an
alternate career and has skills that are suited to another profession.
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6) The downwardly mobile assistant principal who voluntarily goes to a smaller
school due to health concerns or is shifted because of downsizing.
According to the National Center for Education Statistics (2007), there are 49.6
million students enrolled in American public schools. Of those nearly 50 million, 21.4
million are minorities, who constitute approximately 43.5%. While 43.5% of public
school students, nationally, are minorities only 15.6% minorities lead those schools. The
teaching field in American public schools, which historically has served as a transitional
position to school leadership, has only 16.9% minorities. This number increases in urban
schools, but decreases in suburban and rural school districts throughout the country. The
percentages of minorities in principal positions increase in areas where the free and
reduced lunch student population exceeds 50%, whereas they decrease in areas where the
student population receiving free and reduced lunch is below 50% (National Center for
Education Statistics, 2007). So while there have been strides in increasing the number of
minority principals, three questions remain: Are there barriers, unique to minorities in
their attempts to advance in education; are there enough minority teachers who aspire to
be Assistant principals and principals to find balance, and are there selective strategies
that can be employed to overcome those barriers?
Researchers have suggested some tacit and explicit barriers that may exist for
women and minority assistant principals aspiring to become principals. These include,
but may not be limited to, lack of mentors and role models, low self esteem, lack of selfconfidence, hesitancy to take risks, and lack of assertiveness (Beason, 1992). In addition,
limited professional networks, community demographics, negative attitudes about
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minorities, and exclusion from the "Good ole' boys" network may also be barriers
(Beason).
To succeed in their quest to become principals, researchers concluded that
aspirants need to employ various strategies that include securing a mentor, networking,
having a sense of moral purpose, attending seminars and workshops, obtaining a terminal
degree, participating in professional organizations, and being willing to relocate in order
to advance (Beason, 1992; Chappell, 2000; Pullan, 2001). Furthermore, developing a
career plan, improving interviewing skills, developing time management skills,
understanding the change process and conflict management, and keeping a positive
attitude are personal strategies that can be employed by an assistant principal when
seeking a position as a principal (Beason; Chappell; Pullan). Questions, however,
remain. Are these universal truths that are applicable regardless of ethnicity; are there
certain barriers that are unique to minority aspirants; and are there strategies that
currently practicing principals employed that are vastly different from those suggested by
previous research?
This study used Marshall's ( 1992) typology of the plateaued assistant principal,
shafted assistant principal, and the assistant principal who considers leaving to
determine if there are significant differences in the perceived barriers to upward mobility
between aspiring assistant principals and those who have already become principals.
Additionally, the strategies employed by currently practicing principals were assessed to
determine if the strategies assistant principals intend to employ are the same as the
successful ones employed by practicing principals. The purpose of this research was to
answer the following research questions.
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Research Questions

1.

What are the perceived barriers experienced by assistant principals in attaining
a principalship?

2.

What are the strategies assistant principals plan to use to attain a
principalship?

3.

Are there significant differences between minority and majority assistant
principal perceptions of the perceived strategies and/or barriers they have
encountered in attempting to attain a principalship?

4.

What were the successful strategies employed by principals in attaining a
principalship? Were there significant differences in those employed by
successful minority and majority principals?

5.

Are there significant differences between the strategies assistant principals
plan to use to attain a principalship and those employed by principals who
attained a principalship?
Answering these research questions provided insight into whether equity in access

and opportunity for promotion within the educational system has been achieved. In
addition, suggestions emerged for future study of this issue as our world and the
American educational system experience change in structure and standards.
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Operational Definitions

Assistant Principal - A person in an administrative position in a public school serving
grades pre-kindergarten through twelve, who is subordinate to the principal and helps
coordinate, direct and plan the academic or auxiliary activities of the school.
Barriers- Obstacles that aspiring principals must overcome in order to reach their
ultimate career goal. These can be divided into intrinsic and extrinsic.
Dispositions - Stress tolerant, able to multi-task, and able to make decisions.
Extrinsic Barriers - Obstacles that aspiring principals must overcome that are
organizational and cultural.
Good Ole' Boys- Historically White males who make up a mutually exclusive network
and seek to maintain their place of power through generations of leaders.
Intrinsic Barriers - Obstacles that aspiring principals must overcome that are personal
and internal.
Majority- Persons who identify themselves as Caucasians.
Minority- Persons who identify themselves as non-Caucasians.
Principal -The chief executive officer of a public school serving grades pre-kindergarten
through twelve.
Strategies -Techniques used, or planning to be used, by aspiring assistant principals to
overcome the barriers encountered in their quest to become a principal. These strategies
can be divided into personal, professional visibility, and professional strategies. (Some
include: Participating in community organizations, setting career goals, and having
confidence.)
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Study Delimitations
A convenience sample of principals and assistant principals was used to conduct
this study. This sample was taken from administrators currently serving in neighboring
school districts in the Southeastern section of the Commonwealth of Virginia. Each
principal and assistant principal was issued a survey relative to their current position and
asked to complete the survey in a timely manner.
Chapter Two contains a review of the literature that supports the rationale for this
study. The current research was reviewed in light of the research questions posed in
chapter one. The literature provides information regarding extant research on the history
of the principalship and assistant principalship. It also chronicles the evolution in the role
of school administrators and how minorities have been impacted by this evolution. The
literature review helped to supply the momentum for conducting this study.

13
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CHAPTER2
REVIEW OF RESEARCH

Modern job vacancy announcements for school leadership positions encourage
minorities to apply and reflect the desire to hire minorities for leadership positions. A
review of various job announcements yields the following conclusive statement: "this
organization does not discriminate on the basis of race, color, national origin, sex,
disability, or age in its hiring practices, programs, and activities ... minorities and women
are encouraged to apply" (Virginia Beach City Public Schools, 2008). This statement
reflects an understanding of the illegality of discrimination in hiring practices as outline
by the Equal Employment Opportunity Commission. Title VII of the Civil Rights Act of
1964 prohibits discrimination in hiring (Equal Employment Opportunity Commission,
2009). Achieving ethnic and gender diversity has become central to the mission, goals,
and vision of school districts throughout the United States. A survey of strategic plans
indicates that each has some language that identifies the need to achieve diversity in
leadership development, in classroom instruction, and in educational access and
opportunity (Chappell, 2000; Jansen, 2005).
Since the mandatory integration of schools, personnel leaders and boards of
education have continuously sought to define what diversity means for their stakeholders.
One of the areas of particular interest for researchers is in the principalship (Chappell,
2000). As school districts become increasingly aware of the need for diversity, questions
surface concerning the form and function of diversity and its application in the school
setting. Traditionally in American schools, Asians, Blacks, Hispanics, and American
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Indians, much like women, were restricted in their opportunities to lead schools
(Chappell, 2000). Roles as custodians, cafeteria monitors, bus drivers, nurses, and
classroom teachers had been deemed appropriate roles for the various ethnicities except
on rare occasions when the school demographics tilted in favor of ethnic minorities. In
recent decades, however, this perception has changed.
In 1993, 16.4% of a total of 55,026 principals nationwide, were identified as
members of a racial minority, a 4% increase from the same data in 1981 (Montenegro,
1993). Based upon these data, minority principals are most represented in the South
Atlantic region and in the West South Central region (Montenegro, 1993). More
recently, the Commonwealth of Virginia, based on a sample of 1543 principals and
assistant principals, has an approximately 17.3% minority population in school
administration (DiPaola & Tschannen-Moran, 2001). According to DiPaola and
Tschannen-Moran (2001), Blacks comprised 16% of the administrative population, while
Asians, Hispanics, and self-reported other ethnic groups, made up the remaining 1.3% of
the minority principals and assistant principals. Many of these leaders faced significant
barriers in their attempt to ascend to the position of chief executive officer of a local
school (DiPaola & Tschannen-Moran, 2001). Most employed a myriad of successful
strategies to gain access to the leadership circle (DiPaola & Tschannen-Moran, 2001).
Leadership of any organization in any environment poses great challenges and unique
tensions.
The struggle of leadership surfaces because leaders are required to manage
personal responsibility through being enthusiastic, hopeful, and energetic while
exhibiting moral purpose, understanding the change process, building relationships,
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creating and sharing knowledge, and making coherence (Full an, 2001 ). This is an
arduous task, no doubt, in a homogenous population. This onerous task is exacerbated
when the organization has within it different cultures, values, backgrounds, and
experiences. The ethno-racial diversity of schools, as well as the increasing diversity of
leadership roles and gender, has made urban schools complex communities that are not
easily defined by "simple explanations and single-dimension administrative concepts"
(Woodrum, 2002, p. 3).
While some of the tacit and implicit barriers experienced by minorities in
ascendancy to the top position in schools have been overcome, there continue to be
aspiring assistant principals whose careers appear to be devoid of upward mobility. The
question, however, of whether the perceived barriers experienced by minorities are
significantly different than those experienced by their Caucasian peers, continues to
remain salient. As a society have we transitioned to a place in our understanding of civil
rights, where the barriers faced by all in their career path ascendancy aspirations are
shared and not reflective of race or ethnicity?
In this chapter archival and current research and literature are analyzed to provide
additional insight into the obstructions that can inhibit upward mobility within the
principalship and the strategies traditionally employed to overcome those encumbrances.
In addition, historical information regarding the school jobs minorities were able to hold
and their place in the history of American leadership will be examined. The review is
organized into seven subsections: role of principals historically, current role of principals,
inhibiting factors to ascendancy, career path patterns to the principalship, facilitative
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strategies, history of minorities in general leadership positions, history of traditional
school roles for minorities.

Role of Principals Historically
For more than a century, people have served in the role of school administrator.
In the middle of the 19th century, when many schools moved away from single-room,
common schools, it became apparent that school management and administration was a
separate task. This realization led to teachers being thrust into the position of principal
on a part-time basis using release time and receiving compensation for their efforts
(Daresh, 2002). This person became the school's principal teacher (Daresh).
As schools became larger and began to educate more children, curriculum
demands began to exceed simple reading, writing, and arithmetic. Schools, then, became
complex organizations that demanded more than part-time leadership. The principal
could no longer be a teacher. This facilitated the acknowledgement that there were skill
sets required and a differing knowledge-base necessary to function effectively as a
principal. To acquire this new knowledge base, the teacher principal observed and
picked up whatever skills they could to do their job effectively (Daresh, 2002). As
school districts grew in size and complexity, the role of school leader became a standalone position, and programs emerged that were designed to train the principal in how to
be a principal (Daresh).
In the early 20th century, as the principal became the chief leader of schools, the
job included ensuring that the personal and political assumptions of the community were
maintained. McFadden and Smith (2004) posit that leadership selection and behavior
were, and still are, shaped by cultural norms, and a persistent homogeneity in the
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principal's office emerged. At first, Caucasian, good ole' boys, true believers of the
Protestant gospel, were thought to be the best equipped to handle the responsibility of
running the school (McFadden & Smith, 2004). School leaders, even in some all Black
schools, most often, were charismatic, large, White men who demanded respect by virtue
of their presence (McFadden & Smith, 2004). This, most likely, was a direct result of the
GI Bill after World War II and the assumption that military training and service prepared
people to be good school leaders (McFadden & Smith, 2004).
Beck and Murphy (1993) in their synthesis of the literature related to the
principalship, offer a metaphorical commentary of the evolution of the principalship (See
Table 2.1):

Table 2.1
The Evolution of the Principals hip

1920s and 1930s

•

The principal as spiritual leader

•

The principal as scientific manager

•

The principal as social leader

•

The principal as dignified leader

•

The principal as leader on the home
front

1940s

•

The principal as democratic leader

•

The principal as curriculum leader,
group coordinator, and supervisor

•

The principal as public relations
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representative

•

The principal as administrator

•

The principal as defender of
educational practice

1950s

•

The principal as effective manager
of time

•

The principal as overseer of minute
details

•

The principal as bureaucrat

•

The principal as protector of
bureaucracy

•

The principal as user of scientific
strategies

1960s

•

The principal as accountable leader

•

The principal as inhabitant of a role
in conflict

•

The principal as community leader

•

The principal as imparter of
meaning

1970s

•

The principal as juggler of multiple
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roles

•

The principal as facilitator of
positive relationships

•

The principal as problem solver
and resource provider

1980s

1990s

•

The principal as instructional leader

•

The principal as visionary

•

The principal as change agent

•

The principal as leader

•

The principal as servant

•

The principal as organizational
architect

1990s continued

•

The principal as social architect

•

The principal as educator

•

The principal as moral agent

•

The principal as person in the
community

Beck and Murphy (1992), provide salient rationale for viewing the principalship in light
of metaphors. Metaphors, they suggested, were an easy way to construct language and
provide coding to information that otherwise might be disconnected and irrelevant. It
was clear from their research, that shifts in the ideological role and practice of the
principal followed similar shifts in society. For example, in the 1920s, the principal was
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much closer to a parish priest who guarded the integrity of scientific inquiry while
providing spiritual oversight and guidance. The goal for the principal in the 1920s was to
achieve efficiency in their schools and to ensure that students were equipped spiritually
with the tools necessary to become effective members of society (Beck & Murphy,
1992).
In the 1930s, the religious imagery witnessed in the 1920s vanished. Instead of
value-laded leadership, it was expected that principals would be scientific managers, free
from value. Metaphors concerning the principalship were drawn from the factory and
corporation (Beck & Murphy, 1992). The school leader perceived themselves as school
executives. This particular metaphor has been cyclical in nature as it resurfaces
throughout the history of the principal and finds some accuracy currently (Beck &
Murphy).
As wars surface and events that challenged values and beliefs arose throughout
the 1940s, 1950s, and 1960s, the principalship became a role in which he was expected to
solve manageable problems (Beck & Murphy, 1992). Throughout the country, there was
sincere patriotic fervor, but racism and sexism were confronting previously held notions.
Principals, though, were believed to be leaders of democratic schools, where citizens
could receive an education in reading, writing, arithmetic, and citizenry (Beck &
Murphy). The overseeing of minute details of operation, which were critical for keeping
the school world insulated as much as possible from the realities of the real world, were
highlighted in the literature. In addition to the role of problem solver, in the wake of
Sputnik and the advent of the Cold War, democratic principal leadership was replaced by
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principals using empirically proven strategies to promote excellence (Beck & Murphy,
1992).
The 1970s witnessed an increase in teenage pregnancy, youthful drug abuse, and
the principal was called upon to lead the way in solving this host of nonacademic
problems (Beck & Murphy, 1992). The principal in the 1980s and 1990s became
managers who were responsible for promoting the development of a national, stable,
economy which was directly linked to national security (Beck & Murphy, 1992). From
the literature, it is apparent that the principalship is an ever-changing position that
requires great flexibility, savvy, and skill to lead within the constrictions of the current
and impending era.

Role of Assistant Principals
The role of assistant principal developed as a result of the principal's need for
assistance in managing the day-to-day operation of the school. Daresh (2002) contends
that those who historically occupied this role have had and continue to have two primary
functions: to assist the principal in carrying out state and local mandates and to implicitly
learn the job of the principal and be prepared to handle that responsibility. Assistant
principal's roles are often based on the size of the school and the level, either elementary
or secondary, of education provided. Secondary school assistant principals are more
likely to be given specialized duties. In secondary schools, assistant principals often are
given titles such as "assistant principal for student services," or "administrator for
curriculum and instruction" (Daresh, 2002).
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Commonly, however, assistant administrators share the task of student discipline
(Hartzell, Williams, & Nelson, 1995). In practice, historically, assistant principals have
been given the charge of "putting out fires" (Daresh, 2002), so principals can effectively
engage their tasks. Job descriptions for assistant principals often include a disclaimer that
they must perform other duties assigned by the principal, which makes it difficult to
operationalize the responsibilities of assistant principals.
Role ambiguity can create problems for those assistant principals who aspire to be
principals. For Marshall's ( 1992) plateaued assistant prinicipal, limited understanding of
their responsibilities could have some bearing on job performance evaluations thereby
impacting their marketability for the principalship. For the "shafted" assistant principal,
who fulfills the criteria, but is not given an opportunity, the vagueness in role
responsibility can precipitate lower job functioning which often leads to self-defeating
behaviors that pose barriers, such as lack of continued drive to do the job effectively
(Marshall). For those who are young enough to have options and alternate opportunities,
role uncertainty may provide the push out of educational administration needed to
prohibit their further advancement. Marshall's typologies and their implications on
upward mobility cause a question to emerge: does this role ambiguity lead to the
surfacing of other internal and external barriers that may not emerge if the assistant
principal's role was outlined with detail and not subject to the "duties assigned by the
principal?"

History of Traditional School Roles for Minorities
The United States Supreme Court ruled in Brown v. Board of Education, in 1954,
that "separate but equal educational facilities are inherently unequal and therefore
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unconstitutional." This ruling, coupled with aggressive Civil Rights' work and
legislation begun in the 1960s, has helped educational organizations to increasingly
understand the necessity of managing and promoting diversity. This, unfortunately, has
not always been the case. Traditionally, minorities were deemed incompetent and laws
mandated that they were inferior to Caucasians and therefore relegated to menial lives of
servitude. American schools have mirrored progressions in society. There have been
times in American society where one group of people was favored over another on the
basis of ethnicity and race. In 1896, the United States Supreme Court ruled in Plessy v.
Ferguson (163 U.S. 537) that segregation did not violate the equal protection clause of

the Fourteenth Amendment. After this ruling, Blacks and other minority groups were
separated from the rest of society in most facilities, educational institutions, theaters,
hotels, restrooms, restaurants, drinking fountains, hospitals, cemeteries and military
facilities (Quarles, 1987). Quarles also notes that in addition to the Plessy ruling, that
most southern states passed Jim Crow laws, which allowed states to build better
educational facilities for Whites than for other minorities and required unfair taxes and
tests for minorities to participate in the political process. This separate but equal
doctrinal philosophy reflected a belief that groups were inherently superior or inferior on
the basis of their race and ethnicity. At least three generations of minorities were denied
equal opportunities to educational advancement and leadership opportunities as the direct
result of segregationist laws and interpretations of those laws.
The dearth of minorities in educational leadership positions historically and
currently is inextricably linked to what K-12 educators believe they can become as they
matriculate through school, and to student experiences with public education. Society
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has a long-standing view of minorities as lacking in the areas of hard work and selfreliance (Stoll, 2001). Often children from minority groups have begun to formulate and
internalize negative feelings about their ethnic identities (Stoll). This typically leads to
the perpetuation of stereotypes, which prompts others to reinforce their negative attitudes
toward minorities. Popular culture permits minorities, particularly African-Americans
and Hispanics, to be vilified and sexualized. As children continue to grow up with
limited models for leadership success, it becomes difficult to aspire to leadership.
The National School Boards Association commissioned the Council of Urban
Boards of Education to complete an Urban School Climate survey in 2007. This survey
rendered some disturbing conclusions. Only 12.7% of administrators surveyed on the
question of whether racial barriers to educational and economic opportunity still exist in
the United States agreed that equity had been achieved and barriers no longer subsist. In
addition, 75% of teachers surveyed believed that racial barriers to educational and
economic opportunity still exist in the United States.
Since segregation in school was ruled unconstitutional, there has been a slight
overall increase in the number of minorities in school leadership positions. Title VII of
the Civil Rights Act of 1964 protects individuals against employment discrimination on
the bases of race and color, as well as national origin, sex, and religion (Equal
Employment Opportunity Commission, 2009). Title VII applies to employers with 15 or
more employees, including state and local governments. School systems are now
obligated to adhere to this policy or face serious litigation and public relations problems.
In 1981, minorities constituted 12.4% of the principal population (Montenegro, 1993).
Twelve years later, minorities represented 16.4% of the school leadership populace
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(Montenegro, 1993). As recently as 2004, the National Center for Educational Statistics
reported, however, that a slight decrease has been witnessed over the past decade.
Currently, 83.1% of teachers identify themselves as Caucasian, while 16.9% are
considered minorities and 83.9% of principals identify themselves as Caucasian, while
16.1% are considered minorities whereas 56.5% of the student population is Caucasian
and 43.5% of the public school student population are minorities (Montenegro).

Current Role/Practice of Principals
The evolution of leadership within schools mirrors similar developments in the
larger society. Hart (1995) suggests that modem schools are professional workplaces
staffed by highly skilled, well-trained, educators who are well equipped to handle the
ever-changing demands of their occupation. Organizations are now viewed as
cooperative systems, in which all members of the group are validated and professionally
respected. As changes in curriculum, educational options and opportunities, and access
to information have taken place, adjustments have been made to alter the role of the
current school leader.
School administration is now a service industry. The images of the hero in the
principal's office have dissipated (Hart, 1995). Now principals are primarily servants.
Servants of the vision, mission, and goals of the larger school organization; servants of
the shifts in societal norms and values; servants of their own interests and values ... they
are chiefly, servants in a service industry that attempts to provide quality service to its
dynamic constituency. This service requires school leaders to add value each day to
those in their employ and the students they are indirectly responsible for teaching. In
order for positive change to take place, administrators must model and help to foster an
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educational environment where professionalism is paramount (Moore, 1999). A climate
that is built on professionalism will, most often, facilitate a culture of trust, high
performance, and innovativeness, which should lead to academic, social, and emotional
success (Moore). The complexity of the position, and the internal fortitude and
endurance that the demands of this service require, in order to be considered effective, are
expansive and burdensome.
A review of current principalship vacancy announcements yields the following
most commonly occurring information:
"This position is the chief administrative officer of an individual school.
Incumbent is responsible for hiring, supervising, and evaluating teachers and staff,
developing and implementing educational programs in the school, overseeing
extracurricular activities and assuring that Board policies are fully carried out, as well
as directing all support services of the school. This position requires a Master's Degree;
Principal's Certification required; Three Years of Administration desired" (Virginia
Beach City Public Schools, 2008).
This announcement reflects the law and paradigm shifts that greater public accountability
have wrought in public school leadership. According to the Institute for Education
Leadership's (2000) report on the reinventing of the principalship, principals were
traditionally expected to comply with district level edicts, address personnel issues, order
supplies, balance program budgets, keep hallways and playgrounds safe, put out fires that
threatened tranquil public relations, and make sure that busing and meal services were
smoothly operated. However, the report concludes, these tasks still remain, but now the
assignment has expanded to giving campus leaders the responsibility for mobilizing the

27

Upward Mobility

entire school community around the goal of student performance often without adequate
training, funding, or district support.
The code of Virginia(§ 22.1-294) reflects the current expansion of the principal's
assignment. The Virginia code states "a principal shall provide instructional leadership
in, shall be responsible for the administration of and shall supervise the operation and
management of the school or schools and property to which he has been assigned, in
accordance with the rules and regulations of the school board and under the supervision
of the division superintendent" (Virginia School Law Deskbook Volume 1, 2005).

It

continues that a principal "may submit recommendations to the division superintendent
for the appointment, assignment, promotion, transfer and dismissal of all personnel
assigned to his supervision." And that the principal "shall perform such other duties as
may be assigned by the division superintendent pursuant to the rules and regulations of
the school board'' (Virginia School Law Deskbook Volume 1).
In addition to the extrinsic tasks associated with the position of principal, there are
some intrinsic, tacit, qualities currently necessary to practice as a principal. As there has
been a transformation, of sorts, in leadership systems in American organizations, a
similar shift has taken place in educational leadership. Avolio ( 1997) suggests that there
has been a necessary shift from totalitarian leadership to communal and collegial
leadership systems. The principal must now move from mere aptitude to actualization.
Principals are directly responsible for developing an atmosphere wherein their employees
"intellectual capital is nurtured and developed" (Avolio), so that they enhance the
organization in which they serve. To accomplish this task, the practicing and aspiring
principal must participate in appropriate training to acquire the requisite skills to be
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successful at not only establishing corporate vision, but also allowing employees to
navigate the vision in unique and dynamic ways.
Furthermore, educational leaders must now incorporate shared decision-making
strategies and self-guided teams that are empowered to make decisions that the "boss"
was accustomed to making. While fifty years ago, educational leaders were selected
because of their ruggedness and ability to intimidate, today they are called to be
instructional leaders that facilitate, manage, and delegate authority to achieve a shared
vision. Avolio ( 1997) asserts that exemplary leadership is achieved in situations where
the leader is visionary, is developmental and service-oriented, ethical, stimulating,
facilitative, and clear in establishing expectations. Principals found with these qualities
promote smooth functioning of their educational organizations because they help to meet
the psychological, social, and emotional needs of those who serve alongside the leader by
empowering them to be stakeholders in the vision of the organization.
Today's principal, moreover, must utilize data to formulate policy and procedures
that enhance organizational functioning. An emphasis has been placed on modeling
appropriate leadership behavior (Kouzes & Posner, 2002). While this may not be found
in a job description, it is a tacit responsibility of the building-level administrator. No
longer are members of the educational organization blindly following leaders who have
no sense of passion or direction and who are not modeling the behavior they desire the
educational institution to exhibit. Followers of educational leaders now seek collegial
leaders who respect their professionalism and expertise and will allow them to assist in
crafting a vision of success for the school system and stakeholders. Kouzes and Posner
(2002) posit that modeling the way allows stakeholders and the labor force to see that
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they are indeed being led, as opposed to being driven, and shows them that the leader is
willing to go to the heights and depths wherein they are being asked to travel. These tacit
and implicit qualities are important particularly in an organization where the workforce
operates, mostly, on an intrinsic reward system.
Clearly, the educational workforce members (teachers, custodians, administrative
support staff, etc ... ) do not prepare as they do because of the lucrative nature of their
position, but do so because most feel a sense of purpose and passion about their calling to
teach. The principal must recognize this and find innovative ways to inspire their
followers to wed a shared vision that guides their praxis and ardor for the assignment and
mission of the organization (Kouzes & Posner, 2002). This inspiration is only successful
if the educational leader believes in the organization's ability to achieve and accomplish
its stated goals.
Since educational leadership is about relationships, principals must clearly be
effective communicators to perform their duties (Kouzes & Posner, 2002). Effective
communication, both verbal and nonverbal, is critical to their success. Modeling,
inspiration, shared decision-making, collegiality, and collaboration requires astuteness
and attentiveness to others and reflect the need for leaders to be skilled at and committed
to listening (Kouzes & Posner, 2002). It is through their personal commitment, passion,
and enthusiasm that the principal arouses in others the desire to participate in making
organizational potential and promise, communal practice.
Conclusively, school principals currently need to know sound financial and
budgetary management, effective school-community relations, staff evaluation and
supervision, and applicable law (Daresh, 2002). Daresh continues that they must also
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learn how to fit into social systems, how it feels to be viewed as the prime decision
maker, a commanding knowledge of their personal strengths, weaknesses, biases, and
presuppositions, and a passion for what they do that is magnetic. The role has changed
and continues to evolve daily.
Inhibiting Factors to Ascendancy
Various studies have been carried out to highlight and operationalize inhibiting
factors encountered by underrepresented populations when attempting to become a
principal (Beason, 1992); Gardner, 1991; Grant, 1988). While most have focused on
women, much of the research on women has also discussed the impact of race and
ethnicity on ascendancy, since women and minorities have had similar experiences in
educational leadership. This study divides inhibitors into two groups: internal and
external. Internal inhibitors are barriers that are individually controllable. Internal
barriers include those behaviors and personality traits that influence drive, self-esteem,
and ability to take risks. External inhibitors are both societal and group barriers. Societal
barriers include socialization and racial discrimination barriers while group barriers are
organizational and interpersonal (Chappell, 2000).
Intrinsic Barriers
Intrinsic barriers, according to Chappell (2000), are those inhibitors that
individuals can change themselves. Some require more attention to change, while others
are easily modified when individuals are made aware of them. Schmuck (1975), Jones
(1983), and Beason (1992), include the following factors as inhibitors: low self-esteem,
lack of self-confidence, hesitancy to take risks, and lack of assertiveness. While intrinsic
barriers are frustrating and cause great angst for individual aspirants, most researchers
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state that respondents report that external inhibitors obstruct progress much more
significantly than internal barriers (Jones, 1983). Internal barriers may limit interview
ability, but external barriers prevent one from getting an interview.
Extrinsic Barriers
Extrinsic barriers are those inhibiting factors that imposed by the organization or
by individuals within the organization that hinder professional growth. These barriers
can be both tacit and explicit. While explicit barriers still exist, laws prohibit overt
racism, sexism, and ageism in the hiring process. However, each interviewer has biases
and presuppositions that can, at times, prohibit them from making judgments that devoid
of prejudice. Extrinsic barriers, though, also include compensation philosophy, discipline
practices, and support systems in place for aspirants. DiPaola and Tschannen-Moran
(2001) asked principals to identify barriers that they believed inhibit people in general
from pursuing the principalship. The majority (91% of respondents) believed that job
stress and long hours (86%) were primary barriers. Nearly two-thirds of their
respondents cited low pay and broadened accountability. Sixteen percent of principals
listed racism in the selection process and almost 9% suggested that encountering racism
in carrying out the job were critical external barriers that inhibit individuals from
pursuing the principalship.

Group Inhibitors
Interpersonal barriers. Education is a relational business and longevity and
ascendancy often hinder on the relationships one has established. Externally, limited
professional networks have contributed to a scarcity of minorities in the principalship
(Jones, 1983; Beason, 1992; Shakeshaft, 1987). With little encouragement to become
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principals, limited mentors and models of success, and few sponsorships or
endorsements, it becomes difficult to advance.
Network support is critical in motivating an individual to ascend to the leadership
position. Schmuck's (1975) study of sex discrimination in administration noted that
support from supervisors was an important factor that led respondents to pursue an
administrative career. Beason ( 1992) concluded that the lack of network support and
models inhibits potential aspirants from attempting and securing a position as a principal.
Organizational barriers. Organizational barriers are those barriers that are
expressed in job descriptions, application procedures, and compensation packages that
might limit opportunities or motivation for advancement or application. These include,
but are not limited to, lack of administrative experience, lack of opportunities to perform
supervisory work (Jones, 1983), and poor compensation packages. Truesdale (1988)
suggests that a lack of administrative experience is the primary organizational hindrance
to advancement. Minorities believe that Caucasian males, in particular, were hired for
their potential; but they had to overtly prove themselves worthy of consideration before
being given an opportunity to advance (Jones, 1983).
As school systems contend with the need for diversity throughout their
organization, they are developing programs to recruit and retain highly qualified
minorities in administrative positions. Interestingly, however, minorities are still not
holding these positions. Highly qualified minorities are finding better pay, working
conditions, and work hours in other venues so a barrier they cite is competitive
compensation (Stronge, 2006). Qualified minorities who leave the assistant principalship
without applying to become a principal cite the erosion of authority to effect change,
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escalating expectations of accountability, lack of support, compensation concerns, and a
stressful political environment for school leaders as primary reasons for leaving the field
of administration (Adams, 1999).
In addition, minority graduate students in school leadership and others who have
administrative credentials posit that increased time commitments, influence by outside
groups, including parents and central office, too much paperwork, and the diminution of
the site-based leader's role within the organization are reasons that they have chosen to
not pursue school administration as a career choice (McAdams, 1998). For many within
both groups, current and potential leaders, the aforementioned inhibitive and confounding
factors are beginning to outweigh their internal desire to make a difference, the personal
and professional challenge, and the yearning to initiate positive change (Moore, 1999).
Societal Inhibitors
Society still has various pockets that believe that minorities are not qualified to
lead organizations in which Whites are the dominant workforce and clientele (McFadden
& Smith, 2004 ). This kind of stereotyping can become embedded in organizational

culture and may prompt many qualified minorities to not pursue careers in educational
leadership beyond the assistant principal's office. Key societal inhibitors include, but are
not limited to, the perception that Administration/Leadership is for White males,
community demographics, negative attitudes about minorities, and exclusion from the
"Good Ole Boys" network.
Bandura (1975) concluded that there are various operant behaviors that we learn
through experience and observation. This social conditioning is not only influenced by
horne environments, but by popular culture, entertainment, and education. Images of
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scantily clad women, oversexed minorities, and illiterate personalities flood our social
consciousness. This further perpetuates, in some instances, the historical philosophy that
minorities are ill qualified, because of laziness and capriciousness, to lead organizations
in which Whites are dominant stakeholders (Stoll, 2001). Since school systems are
simply microcosms of society at large, it is natural for the same stereotypical
considerations to exist within school organizations. Prejudgment of a minority's
qualifications and abilities, while not as prominent as it once was, still exists in
classrooms and in boardrooms (Stoll). These covert discriminatory practices are subtle,
but still have great impact on minority's ascendancy to the principalship.

Career Patterns to the Principalship
The traditional pathway to the principalship has included classroom teaching,
teacher leadership, the assistant principalship, and then the principalship (Natale, 1992).
Current research suggests that there is delineation between the paths that men and women
take, but there is a dearth of research in the area of ethnicity. To attract qualified
minorities, school districts are implementing various career switcher and grow-your-own
programs to attract highly qualified leaders from other professions. Non-profit
organizations such as New Leaders For New Schools (2007) annually recruit nontraditional individuals to serve as school leaders in urban areas such as Chicago, New
Orleans, Washington D.C., Baltimore, and New York City. These groups often partner
with school districts to staff leadership positions.
The path to a leadership position within the school setting is quickly traversed if
an individual aspirant is not place bound. Moving from one district or state to another is
taxing on the aspirant as it sometimes requires uprooting family and leaving comfort. In
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large districts, the unwillingness to change locations typically delays ascendancy into
administration (Natale, 1992).
Elementary school administration has proven to have low levels of upward
mobility (Pavan & D'Angelo, 1990). Women occupy the majority of these positions.
However, secondary administrative positions have provided mobility for individuals
trying to advance into higher levels of administration. Movement from a secondary
school assistant principalship to a secondary principalship to a central office position
happens more frequently than at the elementary level (Shakeshaft, 1987).
DiPaola and Tschannen-Moran (2001) found that 95% of the principals in their
Virginia sample had been classroom teachers prior to assuming the principalship. 76% of
those principals had served as assistant principals at the elementary, middle, or high
school level. In addition, 26% had been a coach at some point in their career, down from
80% twenty years ago; 14% had been in a central office position; and 13% had come
from supervisory or curriculum specialist positions. Clearly, while some deviation from
the traditional ascendancy methods (classroom teacher, assistant principal, principal) is
occurring, the traditional path continues to be the one most employed by principals in
attaining a principalship.
Strategies Employed to Obtain a Principalship
Various programs have been developed over the course of time to promote
diversity and equity in organizational hiring practices with regards to minorities
(Chappell, 2000). The United States Department of Justice closely monitors bias and
unfair treatment of minorities who apply for jobs in America. Additionally, programs
like New Leaders for New Schools, recruit qualified minority applicants to assume urban
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principalships in several of the United States' largest cities. In addition to the listed
organizational/social initiatives, principal aspirants are employing various strategies to
overcome obstacles that hinder progress. Participating in a network of aspiring school
leaders, securing a mentor, volunteering for special projects, earning a terminal degree,
improving interviewing skills, participating in district leadership preparation programs,
and having a positive attitude are strategies that can be used to enhance upward mobility
opportunities for assistant principals (Chappell, 2000).
Mentoring

Mentoring is understood as the relationship between two individuals, the mentor,
who assists and encourages the mentee, and the mentee, who values the mentor's
knowledge, wisdom, and experiences. This relationship often develops into a friendship
where learning is shared in relation to work and career development (Chappell, 2000).
Healthy mentor-mentee relationships provide instructional support by keeping
newcomers' attention focused on learning issues and offering models of successful
practice; they provide administrative support by helping mentees set priorities; and they
provide emotional support by listening carefully and providing a presence during
stressful moments (Dukess, 2001 ).
As a result of the heightened levels of administrative support, mentoring enhances
opportunities for the mentee to learn the inner workings of an organization. Normore
(2003) suggests that the first year is crucial in the administrator's socialization. Since,
typically, the norms of the organization outweigh the norms acquired during principal
training, it becomes necessary for aspiring and new leaders to receive some formal and
informal institutional cultural education (Normore, 2003). Mentoring creates an
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environment wherein the mentee can observe both formal and informal power structures,
communication networks, and learn potential professional pitfalls (Bryson, 2004 ).
Furthermore, a strong mentoring relationship allows the mentee to discuss professional
and personal problems related to the duties of their job and to seek advice from their
mentor (Chappell, 2000). Mentoring has the potential to strengthen the mentee's selfworth and perceived value to the organization.
Currently practicing principals are in an ideal position to mentor aspiring school
leaders. While time constraints and accountability measures consume the principalship,
there continue to be opportunities for principals to provide guidance and direction to
principal aspirants. Mentors, though, often choose mentees that share background and
interests with them (Russell & Wright, 1990). Due to this fact, it is likely that majority
individuals in principalships may choose to mentor other individuals that have similar
interests and experiences and it is, therefore, critical that minority school leaders mentor
other minorities in their pursuit of a principalship.
Networking

Networking is another strategy that assistant principals can use to attain a
principalship. Professional networking provides an opportunity for individuals to learn
the tacit and explicit values of the organization (Bryson, 2004 ). This strategy helps
aspirants to establish collegial relationships in which problem solving is shared,
information is accessed, and change initiatives can be discussed. Professional and social
networking increases human interaction. Since humans engage in the hiring processes,
review applications, and complete interviews, it is essential that principal aspirants
understand how to navigate that network. Through networking, principal aspirants can
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increase their educational and administrative knowledge base, extend social interactions,
foster confidence in their ability to be chief leaders, and increase their opportunities for
career advancement (Chappell, 2000).
Volunteering
Volunteering is a strategy that principal aspirants can employ to increase their
professional visibility (Chappell, 2000). This allows the individual the opportunity to
demonstrate the ability to inspire a shared vision and model appropriate leadership
behavior (Kouzes & Posner, 2002). As the responsibilities of the principalship broaden,
school boards and superintendents are becoming increasingly interested in hiring school
leaders that have expansive and varied backgrounds. This implies that volunteering for
social service and community organizations is a strategy that assistant principals should
use to assist in attaining a principalship (Chappell, 2000).
Personal Strategies
Personal strategies are those intrinsic strategies that aspiring principals employ to
make themselves more marketable. Campbell (1984), in studying female principals, who
at that time were a minority, found that females and minorities believed that becoming
more aggressive in pursuing a leadership position, setting career goals, being organized,
attaining a terminal degree, and maintaining a positive outlook were successful strategies
they used to become principals. Being organized, inspired, and goal-oriented reflect an
individual who is passionate about the service they have undertaken and who is willing to
lead by example ... each qualities that are present in a well-rounded individual.
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Summary

Assistant principals, practicing principals, and other school leadership aspirants
suggested that both internal and external barriers are hindrances to progress. Internal
barriers cited, included, but were not limited to, a lack of drive and self-esteem and a
hesitancy to take risks. The external barriers included, but were not limited to, a lack of
mentorship opportunities and exclusion from social networks. While internal barriers
were perceived as problematic, external barriers, aspirants suggested in existing research,
were those that were most likely going to hinder their advancement.
In addition, a new category of barriers emerged in recent research literature.
These barriers could be categorized as No Child Left Behind barriers. The principal
profession is under duress (DiPaola & Tschannen-Moran, 2001). Individuals who are
certified to become principals suggested that overwhelming responsibilities for the
instructional leadership of schools, ensuring that all children achieve to meet high
standards and that the needs of children with special needs are met. In addition, student
discipline, paperwork overloads, long hours, job-related stress, and limited resources
prohibit qualified individuals from wanting to be principals.
To overcome these barriers, aspirants need to employ successful strategies. It is
critical for candidates to be visible and driven. Volunteering for leadership assignments
and obtaining a terminal degree increase visibility and marketability. In addition,
developing a career plan, maintaining a positive attitude, and improving interview skills
enable principal candidates to be viewed as valuable assets to a school district.

Since

the principalship has evolved from simply a schoolhouse manager to a full range
instructional leadership, visionary foresight, and community engagement position,

Upward Mobility

40

aspirants are wise to use the strategies to become more well-rounded and better equipped
to handle the demands of the profession. By employing these strategies, or simply being
aware of them, the literature suggests that principal aspirants gain greater control over
attaining their career goals.
Chapter Three contains the research methodology used for this study. This study
sought to determine if there are significant differences in the perceived barriers to upward
mobility between aspiring minority and majority assistant principals and those who have
already become principals. It also assessed whether the strategies minority and majority
assistant principals intend to employ in their job pursuit are the same as the successful
ones employed by practicing principals. Answering the research questions posed in
Chapter 1, helped to better understand if equity in access and opportunity for promotion
within the educational system has been achieved.
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CHAPTER3
RESEARCH METHODOLOGY

The purpose of this study was to investigate the barriers encountered by minority
assistant principals in attaining a principalship in a mid-Atlantic state. In addition to
considering the barriers, the researcher sought to ascertain whether there are significant
differences between minority and majority principal perceptions of the barriers they have
encountered while seeking a principalship. The career aspirations of participants were
examined to better understand the relationship between aspirations and ascendancy. A
cross-sectional survey design was employed using a survey to collect the data from a
stratified randomly selected sample of elementary, middle, and high school minority and
majority principals and assistant principals.

Research Questions

1. What are the perceived barriers experienced by assistant principals in attaining
a principalship?
2. What are the strategies assistant principals plan to use to attain a
principalship?
3. Are there significant differences between minority and majority assistant
principal perceptions of the perceived strategies and/or barriers they have
encountered in attempting to attain a principalship?
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4. What were the successful strategies employed by principals in attaining a
principalship? Were there significant differences in those employed by
successful minority and majority principals?

5. Are there significant differences between the strategies assistant principals
plan to use to attain a principalship and those employed by principals who
attained a principalship?
Sample and Generalizability
The sample for this study was both male and female assistant principals and
principals employed by four large (based on the size of the student population) school
districts. The survey was sent to 488 principals and assistant principals in Southeastern
Tidewater. It was sent out using electronic mail and reminders were also sent using this
method. The participants were placed into two groups, minority and majority school
leaders. Because of the convenience sample demographics, the data may have been
skewed. This convenience sample had twice as many minority administrative
respondents as there are leading schools nationally, which could have impacted the
responses received and the data analyzed. The fourth research question was answered
only by currently practicing principals. The first three research questions were answered
using data collected from the assistant principals in the sample. The last question was
analyzed using data collected from all of the participants in the study.
Instrumentation
A cross-sectional survey was used for data collection because this method has
been found to be valuable in collecting information for descriptive purposes (Gall, Gall,
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& Borg, 2003). A survey can provide standardized information from a representative

sample of assistant principals and principals.
The Administrator's Barrier-Strategy Inventory

A modified version of The Administrator's Barrier-Strategy Inventory (ABSI)
was used to collect the data that will answer the research questions.

This questionnaire

was developed in 1992. The modified version of the ABSI eliminated some of the gender
exclusive language that was not applicable to this study. Chappell (2000) also used this
survey in her research. An email transcription from Dr. Beason granting permission to
copy her survey is provided in Appendix D.
The original instrument was designed to identify the barriers to upward mobility
for females in public schools and strategies employed to overcome those barriers. It was
modified and field-tested to determine its usefulness at broadening the scope of its target
population. The results of the field test, of six assistant principals, produced a markedly
similar item analysis to the original intent. The barriers and strategies have since been
operationalized and while some of them are more prevalent with women than men, each
of them continues to be a potential barrier or strategy for individual aspirants. The
questions were proven to be clear, focused, and easily understood by participants in the
field test. The participants were asked to respond not only to the survey itself, but also to
the following three questions:
1.

Are the questions clear, focused, and easily understood?

2.

Do they address barriers to and strategies for attaining a principalship?

3.

Would you feel comfortable completing this survey instrument without
any assistance?
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Each participant reviewed the survey independently. A criterion of 87.5% agreement
among the field-study group was used to determine if the item would be included in the
questionnaire. Based on their feedback revisions to the language of the questions were
made to accommodate principals in the study population. The study was not originally
designed for principals, but a slight adjustment in the language will not change the
content of the question, but will alter the population. Therefore, as a result of the field
test, two slightly different versions of the survey were administered to participants. The
principals surveyed received one adjusted to identify with their current position. The
assistant principals received the original questionnaire. (See Appendix C)
The questionnaire was divided into three sections: demographics,
barriers/inhibiting factors, and strategies. The first section, Part I, contained items related
to the participants' demo graphical information and career aspirations. The second
section, Part II, included items concerning barriers encountered in the quest for a
principalship. The third section, Part III, contained items on the strategies employed by
principals or intended to be used by assistant principals to overcome the barriers
highlighted in Part II. Each section of the survey contains specific details for item
completion.
In Part I, items #1 - 15, contain short answer and multiple-choice questions that
seek data on the participants' demographical information. This was critical to this study
as minority and majority participants will be separated. The demographical information
sought was in the following areas: 1) racial ethnicity, 2) time taken off for reasons other
than child rearing, 3) educational level prior to attaining your current position, 4) current
educational level, 5) degrees held before your current position, 6) degrees currently held,
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7) number of years teaching, 8) number of years in the current position, 9) number of
districts in which employed, 10) willingness to relocate, 11) level of principalship sought
or attained, 12) number of students enrolled in your current school, 13) racial
composition of the school, 14) percentage of students on free or reduced lunch, and 15)
classification of the school (Chappell, 2000).
The second cluster of items contained in Part I, items #16- 18, addressed future
career aspirations and career plans. Participants were asked to select the item that best
reflects the career path used to reach their current position and the position that they
ultimately aspire to hold (Chappell, 2000).
In Part II, 25 potential barriers were listed and the participants were asked to rate
the barriers encountered in the pursuit of the principalship. Items #16, #26, #29, #32, and
#35 related to internal barriers, which include, but are not limited to, lack of
assertiveness, hesitancy to take risks, poor self-image, and confusion regarding career
ambitions. Items #21-22, #23-34, #28, and #31 referred to interpersonal barriers, such as
lack of incentives, lack of external support, and limited professional networks (Chappell,
2000).
Items #19, #25- 26, and #32 related to social barriers, which include, namely,
lack of training opportunities. Items #34- 37 referred to discrimination barriers, such as
discrimination in hiring, employer's negative attitude toward your race in general,
exclusion from the Good ole' boys network and negative attitudes towards your ethnicity
in leadership positions (Chappell, 2000).
Items #16, #20, #23, #31, #33, #36, and #39 related to organizational barriers.
These include lack of training in leadership, lack of access to informal interactions, lack
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of administrative experience, and racial discrimination in hiring. Item #39 was intended
to be an indicator for principals for whether their ascendancy to the principalship was free
of any barriers. Item #40 was a description of other barriers not covered by the survey
that participants may have or are currently experiencing (Chappell, 2000).
In Part III, 16 strategies were listed and the principal respondents were asked to
rate the strategies used in order to reach their current position. Assistant principal
respondents were asked to rate the strategies in their order of perceived importance in
their quest to attain a principalship. Items #42- 47, referred to professional strategies.
Professional strategies for the purposes of this study included participation in community
organizations, committees, professional organizations, and internships. Items #47- 49,

#55- 56 related to personal strategies. Personal strategies included self-promotion, time
management skills, positive self-talk strategies, good interviewing skills, and developing
an action plan.
Items #41, #51- 53, #56 each referred to additional professional strategies.
These questions addressed whether respondents have or will obtain a mentor, whether
they have or intend to utilize internal connections, obtained a terminal degree, and
are/were willing to relocate to take a principal's position. Item #57 was another selfreporting item that allows participants to describe any additional strategies the plan to
employ or have used not included in the survey.
The appropriate adjustments were made to the survey to alter the language of the
questions for principals and assistant principals. Principal questions focused on what
they have done and have experienced, while assistant principal questions centered on
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what barriers they have experienced and what they intend to do to overcome those
barriers.

Content Analysis
Content analysis is used to study oral, visual, and written communication. The
use of this methodology involves classifying, comparing, and synthesizing data (Gall et
al., 2003). Content analysis was used in this study to define the categories, determine the
coding units, and interpret the results of the data.
Defining the categories should include an exhaustive, exclusive, and independent
process because the definitions are the substance of the research (Gallet al.). It should be
exhaustive to the extent that the data is capable of being categorized. While exclusivity
refers to the data being placed in one category and independence implies that the data
assigned to one category will not effect the other data (Chappell, 2000).
Determination of the coding unit refers to the unit of language that were analyzed
in the study (Chappell, 2000). Coding involves the process of sorting and defining the
various scraps of collected data in an effort to ascertain major themes across the study.
Key words that emerge regarding inhibitors and strategies were used to synthesize those
themes.

Procedures
After receiving approval from the appropriate school district administrator(s), the
questionnaire and the transmittal letter was emailed to 303 assistant principals in both
elementary and secondary schools and 185 principals in elementary and secondary
schools for completion during the summer of 2009 for a total of 488 potential
participants. The cover letter contained information about the researcher, the purpose of
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the study, a description of the instrument, and the criteria for participation. The survey
was approximately five pages long. On the electronic sheet, answers were given by
utilizing the mouse to click your response. The items listed were easy to read and
complete as evidenced by the field test. A corresponding email was attached so the
respondents could request copies of the results of the study.
Data Analysis
Quantitative strategies were used to analyze the data collected from the modified
Administrator's Barrier-Strategy Inventory. Background information about the
principals and assistant principals salient to the study was requested in items #1-15 of the
survey and is summarized in Chapter 4 of the study. Items #1, #3- 5, and #9- 12
requested demographic information from the respondents regarding their number of years
teaching, number of years as a principal or assistant principal, number of students
enrolled, racial composition of the school, and percentage of students on free and reduced
lunch and will be reported as means with standard deviations. Items #2, #6-8, and #1314 related to racial ethnicity, educational level when appointed as a principal or assistant
principal, present educational level, number of districts in which employed, willingness
to relocate, and classification of the school will be assessed using descriptive statistics, to
include percentages and frequency counts.
Data for question one, "What are the perceived barriers experienced by assistant
principals in attaining a principalship? ," were reported using frequency counts,
percentages, and means. A rank order of mean scores were used to note the perceived
barriers addressed by minority and majority respondents. Content analysis was used to
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address other perceived barriers listed by the respondents. Coding procedures were
developed to analyze the data based on various key words.
Data for question two, "What are the strategies assistant principals plan to use to
attain a principalship?," were reported using frequency counts, percentages, and means.
A rank order of mean scores will be used to note the major strategies employed by both
minority and majority assistant principals. Content analysis was used to address other
strategies that respondents list. Coding procedures were developed to analyze the data
based on various key words.
Question three, "Are there significant differences between minority and majority
assistant principal perceptions of the perceived strategies and/or barriers they have
encountered in attempting to attain a principalship? ," was analyzed using a one-way
analysis of variance (ANOVA). A post-hoc test, the Tukey HSD test, was used to
determine whether there are differences among minority and majority assistant principal
perceptions based on mean scores.
Question four, "What were the successful strategies employed by principals in
attaining a principalship? Were there significant differences in those employed by
successful minority and majority principals?," was analyzed using frequency counts,
percentages, and means. A rank order of mean scores were used to note the successful
strategies employed by both minority and majority principals in attaining their
principalship. Content analysis was used to address other strategies that respondents list.
Coding procedures were developed to analyze the data based on various key words.
Question five, "Are there significant differences between the strategies assistant
principals plan to use to attain a principalship and those employed by principals who
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attained a principalship? ,"was analyzed using a one-way analysis of variance
(ANOVA). A post-hoc test, the Tukey HSD test, was used to determine whether there
are differences between strategies minority and majority assistant principals intend to
employ and those employed by currently practicing minority and majority principals.
See table 3.1 for a summary of the proposed methodology.
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Table 3.1
Data Analysis Table
Research Questions

Survey Item Number

Statistical Analysis
Methods

1. What are the perceived
barriers experienced by
assistant principals in
attaining a principalship?

#2, 16-40

Descriptive
Frequency Count
Content Analysis

2. What are the strategies
assistant principals plan
to use to attain a principalship?

#2, 41-57

Descriptive
Frequency Count
Content Analysis

3. Are there significant differences

#2, 16- 57

ANOVA
Tukey HSD Test
(post-hoc test)

4. What were the successful strategies
employed by principals in attaining a
principalship? Were there significant
differences in those employed by
successful minority and majority principals?

#2, 41 - 57

Frequency Count
Content Analysis

5. Are there significant differences
between the strategies assistant principals
plan to use to attain a principalship
and those employed by principals who
attained a principalship?

#2, 16- 57

ANOVA
Tukey HSD Test
(post-hoc test)

between minority and majority
assistant principal perceptions of
the perceived strategies and/or
barriers they have encountered
in attempting to attain a principalship?
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Ethical Safeguards
This study protected the anonymity of the school districts/divisions, assistant
principals, and principals who agreed to participate in this study. The names of
respondents and their school divisions were not be listed on the survey to protect the
confidentiality of the participants. The transmittal letter outlined how the researcher
protected the confidentiality of the participating principals and their school
districts/divisions. Additionally, the research proposal for this study was approved by the
Human Subjects Committee of The College of William and Mary. This study was
conducted following acceptable research practices and the results have been
electronically mailed to participants that request a copy of results.

Study Limitations
This study was limited by the willingness of participants to provide accurate
information regarding their demographics, perceived barriers, and intended or employed
strategies. It is quite possible that the participants' perceptions were distorted and their
recall limited. In addition, it must also be noted that there are strategies that can be
employed and barriers that could be faced that are not specified in The Administrator's
Barrier-Strategy Inventory or this study. Furthermore, due to a dearth of research in the
area of minority advancement, much of what was cited in this study is dated and relies on
some dissertation research.
Furthermore, this study was limited in several ways because of its nature. First,
the study relied exclusively on self-report questionnaires to evaluate the perceived

Upward Mobility

53

barriers, and intended or employed strategies of the participants in attaining a
principalship. Whenever participants are asked to fill out self-report questionnaires, it is
possible that the participants' perceptions would be distorted and that their ability to
recall their experiences is limited. The environment and social desirability bias may also
have had an effect on the validity of the findings. In addition, there might be strategies
and barriers that were not included in the current instrument, which may have affected
the full investigation of barriers and strategies as perceived or used by the participants.
Another limitation was the sampling frame. This study was confined to current
principals and principal aspirants employed by four large school districts. Selecting
participants from a pool of current principals and principal aspirants created a
homogeneous sample. The inclusion criterion of the study did not include individuals
who failed in attaining a principalship and left the educational system. Using such
simplistic criteria could exclude the important experiences and perceptions held by those
individuals. Lastly, this study was limited by its sampling procedure. Convenience
sampling was used, which did not ensure the representativeness of the target population.
Because of the limitations described, the generalizability of the results are hindered.
Considerations should be made before generalizing the results to other populations or
states.
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CHAPTER4
RESULTS
The purpose of this study was to investigate the perceived barriers encountered by
minority assistant principals in attaining a principalship. The sample for this study was
comprised of both male and female assistant principals and principals employed by five
large (based on the size of the student population) school districts in a mid-Atlantic state.
The questionnaire and the transmittal letter were sent to a total of 303 assistant principals
and 185 principals in both elementary and secondary schools for completion during the
summer, 2009 -- a total of 488 potential participants. It was sent out using electronic mail
and reminders were also sent using that method. In total, 177 assistant principals and 111
principals returned the survey instrument. This yielded a response rate for assistant
principals of 58.4%, and 60% for principals. Quantitative methods were used to analyze
the data collected from the modified Administrator's Barrier-Strategy Inventory, which
was used to collect respondent perceptions.

Research Questions
Data for question one, "What are the perceived barriers experienced by assistant
principals in attaining a principalship?," were reported using frequency counts,
percentages, and means. Data for question two, "What are the strategies assistant
principals plan to use to attain a principalship?," were also reported using frequency
counts, percentages, and means. Question three, "Are there significant differences
between minority and majority assistant principal perceptions of the perceived strategies
and/or barriers they have encountered in attempting to attain a principalship? ," was
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analyzed using a one-way analysis of variance (ANOV A). Question four, "What were
the successful strategies employed by principals in attaining a principalship? Were there
significant differences in those employed by successful minority and majority
principals?," was analyzed using frequency counts, percentages, and means. Question
five, "Are there significant differences between the strategies assistant principals plan to
use to attain a principalship and those employed by principals who attained a
principalship?," was analyzed using a one-way analysis of variance (ANOV A).
This chapter is divided into two sections. The first section includes the
demographic characteristics of both assistant principals and principals who were studied.
The second section includes the results for each of the research questions specified above.
The results of the analyses are ordered according to the research questions of the study.

Demographic Characteristics
Demographic Characteristics of Assistant Principals.
The majority of the assistant principals were White (63.3%) and had not taken any
time off from their educational career (82.5% ). Most attained a Master's degree (59.9% ).
The majority of the assistant principals would be willing to move outside their current
location for a chance to advance their careers (65.0% ). Most of the assistant principals are
currently employed in high school (39.0%) in a suburban area (60.5%). The majority of
the assistant principal respondents had a career path of teacher to assistant principal
(65.0%) and remained at the same level (79.1% ). Only half of the respondents (50.3%)
had applied for a principal position. A summary for the demographics are presented in
Table 1.
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Table 1

Assistant Principal Demographics
Frequency (N =
177)

Percent

Black/ African American

59

33.3

Other

6

3.4

White

112

63.3

No

146

82.5

Yes

31

17.5

Doctorate

18

10.2

Master's

106

59.9

Specialist's

53

29.9

No

62

35.0

Yes

115

65.0

Elementary School

67

37.9

High School

69

39.0

Middle School

41

23.2

4

2.3

Suburban

107

60.5

Urban

66

37.3

Other

40

22.6

Teacher. Assistant Principal

115

65.0

12

6.8

10

5.6

No

140

79.1

Yes

37

20.9

No

88

49.7

Yes

89

50.3

Variable

Race/Ethnicity

Take Time off From Educational Career

Highest Degree Attained

Move Outside Current Location for Advancement

Level of Current Assistant Principalship

Current School
Rural

Career Path for Assistant Principalship

Teacher. Central Office Administrator/Supervisor. Assistant
Principal
Teacher. Guidance Counselor. Assistant Principal

Served as Assistant Principal at Different Level

Applied for Principal Position
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The average number of years classroom teaching prior to becoming an assistant
principal was 12.31 (SD

=6.05). The average number of years they have served as an

assistant principal was 6.72 (SD = 5.31), while the average number of students enrolled in
the participants' school was 1124.62 (SD

=626.37). The average percentage of students

who receive free or reduced lunch in their schools was 40.66% (SD

=24.11% ). These

data are presented and summarized in Table 2.
Table 2
Summary Statistics for Assistant Principals
N Min Max

M

SD

Number of Years Classroom Teaching

171

3

33

12.36

6.08

Number of Years as an Assistant Principal

173

0

23

6.74

5.36

Number of Students Enrolled in School

173

5

Percentage of Students on Free or Reduced Lunch

133

4

2431 1124.62 626.37
95

40.74% 24.25%

Demographic Characteristics of Principals.
The majority of the principal respondents were White (61.3%) and had not taken
any time off from their educational career (87 .4% ). Most attained a Master's degree
(45.9%). Just over half of the participants would not be willing to move outside their
current location for a chance to advance their careers (52.3% ). The majority (64.0%)
were elementary school principals in a suburban area (55.0% ). The majority of these
principals had a career path of teacher to assistant principal to principal (68.5% ). Most
principals did not serve as an assistant principal at a different level (82.9% ). See Table 3
for a summary of principal demographics.
Table 3
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Demographics for Principals
Variable

Frequency (N = Percent

111)
Race/Ethnicity
Black/ African American

38

34.2

Hispanic/Latino

2

1.8

Other

3

2.7

White

68

61.3

No

97

87.4

Yes

14

12.6

Doctorate

29

26.1

Master's

51

45.9

Specialist's

31

27.9

No

58

52.3

Yes

53

47.7

Elementary School

71

64.0

High School

21

18.9

Middle School

19

17.1

Rural

3

2.7

Suburban

61

55.0

Urban

47

42.3

17

15.3

76

68.5

15

13.5

3

2.7

No

92

82.9

Yes

19

17.1

Taken Time Offfrom Educational Career

Highest Degree Attained

Move Outside Current Location for Advancement

Level of Current Principals hip

Current School

Career Path for Principalship
Other (If the career path you used was different from those listed above.
please specify.)
Teacher. Assistant Principal. Principal
Teacher. Central Office Administrator/Supervisor. Assistant Principal.
Principal
Teacher. Guidance Counselor. Assistant Principal. Principal

Served as Assistant Principal at Different Level
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The average number of years these principals spent classroom teaching was 10.47
(SD

=5.45). The average number of years served as a principal was 8.65 (SD =6.74),

while the average number of students enrolled in the schools of these principals was
827.58 (SD = 546.55). The average percentage of students who receive free or reduced
lunch in their schools was 42.19% (SD = 24.70% ). They were not very mobile- working
in their careers as a teacher or an administrator in 1.76 (SD = 1.09) districts (see Table 4).
Table 4
Summary Statistics for Principals

N Min Max

M

SD

Number of Years Classroom Teaching

110 3

25

10.47

5.45

Number of Years as a Principal

110 1

38

8.65

6.74

1.76

1.09

Number of Different Districts as Teacher or
111 1.00 6.00

Administrator
Number of Students Enrolled in School

111 190 2400 827.58 546.55

Percentage of Students on Free or Reduced Lunch

105 3

98 42.19% 24.70%
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Research Question 1 Results
RQ1: What are the perceived barriers experienced by assistant principals in attaining a
principal ship?
To address the first research question, frequency distributions and summary
statistics were used. The variables that were considered for the first research question
were the questions from Part II of the survey instrument. The factors that were deemed to
be the most inhibiting factors were those that had the most "This was a major inhibiting
factor. (Major= Strong Barrier to Advancement)" responses. The factor that had the most
inhibiting effect was the Exclusion from the ole boys'/girls' network (15.3%). This was
followed by Lack of a sponsor ( 11.9% ). A small percentage ( 10. 7) found the climb to the
principalship mainly barrier-free.
The factors that were deemed to be the least inhibiting factors were those that had
the most responses to the question "This was NOT an inhibiting factor that I've
experienced". The factor that had the least number of inhibiting effects was the Poor selfimage (96.0% ). This was followed by: Selecting the wrong career path (95.5% ), Lack of
support from peers and family (94.9%) and Conflict with spouse's or significant other's
career (94.4% ). The results related to research question one are presented in Table 5.
Table 5
Frequency Distribution for Part II Assistant Principal Responses
Question

Frequency (N = 177) Percent

Lack of assertiveness or self-confidence
This was NOT an inhibiting factor that I've experienced.

140

79.1

This was somewhat an inhibiting factor.

35

19.8
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Question
This was a major inhibiting factor. (Major = Strong Barrier to Advancement).
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Frequency (N = 177) Percent
2

1.1

This was NOT an inhibiting factor that I've experienced.

157

88.7

This was somewhat an inhibiting factor.

19

10.7

Lack of training in leadership skills

.6

This was a major inhibiting factor. (Major = Strong Barrier to Advancement).
Lack of a sponsor

This was NOT an inhibiting factor that I've experienced.

112

63.3

This was somewhat an inhibiting factor.

44

24.9

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

21

11.9

This was NOT an inhibiting factor that I've experienced.

157

88.7

This was somewhat an inhibiting factor.

17

9.6

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

3

1.7

This was NOT an inhibiting factor that I've experienced.

126

71.2

This was somewhat an inhibiting factor.

47

26.6

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

4

2.3

This was NOT an inhibiting factor that I've experienced.

153

86.4

This was somewhat an inhibiting factor.

20

11.3

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

4

2.3

168

94.9

8

4.5

Lack of incentives

Lack of access to informal interactions

Lack of opportunities for training

Lack of support from peers and family

This was NOT an inhibiting factor that I've experienced.
This was somewhat an inhibiting factor.
This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

.6

Lack of a professional network

This was NOT an inhibiting factor that I've experienced.

116

65.5

This was somewhat an inhibiting factor.

52

29.4

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

9

5.1

This was NOT an inhibiting factor that I've experienced.

136

76.8

This was somewhat an inhibiting factor.

37

20.9

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

4

2.3

Lack of administrative experience
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Question

Frequency (N = 177) Percent

Lack of role models
This was NOT an inhibiting factor that I've experienced.

156

88.1

This was somewhat an inhibiting factor.

20

11.3

.6

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

Reluctance to take risks
This was NOT an inhibiting factor that I've experienced.

144

81.4

This was somewhat an inhibiting factor.

31

17.5

This was a major inhibiting factor. (Major = Strong Barrier to Advancement).

2

1.1

This was NOT an inhibiting factor that I've experienced.

149

84.2

This was somewhat an inhibiting factor.

24

13.6

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

4

2.3

This was NOT an inhibiting factor that I've experienced.

165

93.2

This was somewhat an inhibiting factor.

10

5.6

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

2

1.1

This was NOT an inhibiting factor that I've experienced.

160

90.4

This was somewhat an inhibiting factor.

17

9.6

This was a major inhibiting factor. (Major = Strong Barrier to Advancement).

0

0.0

169

95.5

This was somewhat an inhibiting factor.

8

4.5

This was a major inhibiting factor. (Major = Strong Barrier to Advancement).

0

0.0

This was NOT an inhibiting factor that I've experienced.

143

80.8

This was somewhat an inhibiting factor.

28

15.8

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

6

3.4

170

96.0

This was somewhat an inhibiting factor.

7

4.0

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

0

0.0

Reluctance to leave teaching

Time taken away from career to stay home with children

Conflict or confusion regarding life goals

Selecting the wrong career path
This was NOT an inhibiting factor that I've experienced.

Stuck in positions that do not provide chances for mobility

Poor self-image
This was NOT an inhibiting factor that I've experienced.

Racial discrimination in hiring
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Frequency (N = 177) Percent

This was NOT an inhibiting factor that I've experienced.

132

74.6

This was somewhat an inhibiting factor.

38

21.5

This was a major inhibiting factor. (Major = Strong Barrier to Advancement).

7

4.0

167

94.4

This was somewhat an inhibiting factor.

7

4.0

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

3

1.7

This was NOT an inhibiting factor that I've experienced.

148

83.6

This was somewhat an inhibiting factor.

25

14.1

This was a major inhibiting factor. (Major = Strong Barrier to Advancement).

4

2.3

This was NOT an inhibiting factor that I've experienced.

149

84.2

This was somewhat an inhibiting factor.

26

14.7

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

2

1.1

This was NOT an inhibiting factor that I've experienced.

90

50.8

This was somewhat an inhibiting factor.

60

33.9

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

27

15.3

This was NOT an inhibiting factor that I've experienced.

164

92.7

This was somewhat an inhibiting factor.

11

6.2

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

2

1.1

This was NOT an inhibiting factor that I've experienced.

103

58.2

This was somewhat an inhibiting factor.

55

31.1

This was a major inhibiting factor. (Major = Strong Barrier to Advancement).

19

10.7

Conflict with spouse's or significant other's career
This was NOT an inhibiting factor that I've experienced.

Personal anxiety about being a parent while pursuing career

Sex discrimination in hiring

Exclusion from the ole boys'/girls' network

Job requirements that eliminate eligibility

You found your climb to the principalship mainly barrier{ree

For the most part, the results for the assistant principals were similar to the
responses provided by the principals on this section of the survey. This can be seen in the
fact that questions that had higher ratings for assistant principals had similarly high
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ratings for the principals. Even though some questions had the same importance for

assistant principals and principals, some questions were reported as being less important
for principals than for assistant principals. Exclusion from the Good ole boys/ole girls'

network had nearly the same level of importance for principals and assistant principals as
a strong barrier, while Lack of a sponsor had higher importance for assistant principals
than principals. In spite of a higher rating among assistant principals, Lack of a sponsor
had the second highest rating for principal respondents as an inhibitor. As a result there
could potentially be a statistically significant difference between assistant principals and
principals when it comes to these questions. The comparison between the assistant
principals and principals' responses regarding perceived barriers are presented in the
section referring to research question number 5. These results are summarized in Table
21.
To further examine the questions from Part II, summary statistics were calculated.
This included calculating the means and standard deviations, as well as the minimum and
maximum values for each of the questions on the survey instrument. The question that
had the highest average value would be determined to be the most inhibiting factors to
strategies. This is because a higher value indicated that the participant provided a "This
was a major inhibiting factor" or a "This was somewhat an inhibiting factor" more often.
The variable found to be the most inhibiting based on the mean of the responses was the

Exclusion from the old boys'/girls' network (M = .64, SD

=.73). This was followed by

You found your climb to the principalship mainly barrier-free (M =.53, SD = .68), Lack
of a sponsor (M = .49, SD = .70) and Lack of a professional network (M = .40, SD =.59).
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The question that had the lowest average value would be determined to be the
least inhibiting factors to strategies. This is because a lower value indicated that the
participant provided a "This was NOT an inhibiting factor that I've experienced"
response more often. The variable found to be the least inhibiting based on the mean of
the responses was the Poor self-image (M = .04, SD = .20). This was followed by:
Selecting the wrong career path (M = .05, SD = .21 ), Lack of support from peers and
family (M = .06, SD

= .26) and Conflict with spouse's or significant other's career (M =

.07, SD = .32). These results are summarized in Table 6.
Table 6
Summary Statistics for Part II for Assistant Principals (N = 177)
Min

Max

M

SD

Lack of assertiveness or self-confidence

0

2

.22

.442

Lack of training in leadership skills

0

2

.12

.341

Lack of a sponsor

0

2

.49

.700

Lack of incentives

0

2

.13

.384

Lack of access to informal interactions

0

2

.31

.511

Lack of opportunities for training

0

2

.16

.424

Lack of support from peers and family

0

2

.06

.255

Lack of a professional network

0

2

.40

.585

Lack of administrative experience

0

2

.25

.486

Lack of role models

0

2

.12

.348

Reluctance to take risks

0

2

.20

.427

Reluctance to leave teaching

0

2

.18

.441

Time taken away from career to stay home with children

0

2

.08

.310

Conflict or confusion regarding life goals

0

.10

.295

Selecting the wrong career path

0

.05

.208

Stuck in positions that do not provide chances for mobility

0

.23

.494

Poor self-image

0

.04

.195

Racial discrimination in hiring

0

.29

.537

2

2
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Conflict with spouse's or significant other's career

0

2

.o7

.320

Personal anxiety about being a parent while pursuing career

0

2

.19

.445

Sex discrimination in hiring

0

2

.17

.405

Exclusion from the old boys'/girls' network

0

2

.64

.733

Job requirements that eliminate eligibility

0

2

.08

.317

You found your climb to the principalship mainly barrier-free

0

2

.53

.683

Research Question 2 Results
RQ2: What are the strategies assistant principals plan to use to attain a principalship?
To address the second research question, frequency distributions and summary
statistics were used. The variables that were considered for the second research question
were the questions from Part III of the survey instrument. The factors that were deemed
to be the most facilitating factors were those that had the most "This is a major
facilitative strategy. (Major= I believe that this will contribute directly to my
advancement if I engage in this activity)" responses. The factor that had the most
facilitating effect was the Attend(ed) seminars and/or workshops for aspiring
administrators (52.0%). This was followed by Set career goals and formulate( d) a plan
of action (50.3%) and Develop(ed) time management skills to balance family and career

(49.2%).
The factors that were deemed to be the least facilitating factors were those that
had the most responses to the question "This is NOT a facilitative strategy that I have
used or plan to use". The factor that had the least number of facilitating effects was the
Move( d) to another district or city for an administrative position (65.0% ). This was

followed by the following factors: Utilize( d) an ole boys'/old girls' network (63.3%),
Participate(d) in club activities (53.1%) and Obtain( ed) a doctorate (38.4% ). See Table 7

for a summary of results related to research question two.
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Table 7

Frequency Distribution/or Part Ill for Assistant Principals
Question

Frequency (N =
177)

Percent

This is NOT a facilitative strategy that I have used or plan to use.

28

15.8

This is somewhat of a facilitative strategy.

64

36.2

85

48.0

This is NOT a facilitative strategy that I have used or plan to use.

30

16.9

This is somewhat of a facilitative strategy.

93

52.5

54

30.5

This is NOT a facilitative strategy that I have used or plan to use.

51

28.8

This is somewhat of a facilitative strategy.

87

49.2

39

22.0

This is NOT a facilitative strategy that I have used or plan to use.

94

53.1

This is somewhat of a facilitative strategy.

67

37.9

16

9.0

This is NOT a facilitative strategy that I have used or plan to use.

17

9.6

This is somewhat of a facilitative strategy.

92

52.0

68

38.4

This is NOT a facilitative strategy that I have used or plan to use.

56

31.6

This is somewhat of a facilitative strategy.

78

44.1

43

24.3

Obtain(ed) a mentor

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)
Participate(d) in professional organizations

This is a major facilitative strategy. (Major = I believe that this will contribute
directly to my advancement if I engage in this activity)
Participate(d) in community organizations

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)
Participate(d) in club activities

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)
Volunteer( ed) for committees

This is a major facilitative strategy. (Major = I believe that this will contribute
directly to my advancement if I engage in this activity)
Taking or took on extra jobs in the district

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

68

Upward Mobility
Question

Frequency (N =
177)

Percent

This is NOT a facilitative strategy that I have used or plan to use.

42

23.7

This is somewhat of a facilitative strategy.

67

37.9

68

38.4

This is NOT a facilitative strategy that I have used or plan to use.

42

23.7

This is somewhat of a facilitative strategy.

71

40.1

64

36.2

This is NOT a facilitative strategy that I have used or plan to use.

32

18.1

This is somewhat of a facilitative strategy.

58

32.8

87

49.2

This is NOT a facilitative strategy that I have used or plan to use.

42

23.7

This is somewhat of a facilitative strategy.

65

36.7

70

39.5

This is NOT a facilitative strategy that I have used or plan to use.

112

63.3

This is somewhat of a facilitative strategy.

48

27.1

17

9.6

This is NOT a facilitative strategy that I have used or plan to use.

20

11.3

This is somewhat of a facilitative strategy.

65

36.7

92

52.0

This is NOT a facilitative strategy that I have used or plan to use.

68

38.4

This is somewhat of a facilitative strategy.

63

35.6

Participate(d) in internships

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

Promote(d) yourself

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

Develop(ed) time management skills to balance family and career

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

Use(d) positive self-talk such as "I know I am good and I can do this"

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

Utilize(d) an old boys'/old girls' network

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

Attend(ed) seminars and/or workshops for aspiring administrators.

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

Obtain(ed) a doctorate
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Question

Frequency (N =
177)

Percent

46

26.0

This is NOT a facilitative strategy that I have used or plan to use.

19

10.7

This is somewhat of a facilitative strategy.

75

42.4

83

46.9

This is NOT a facilitative strategy that I have used or plan to use.

13

7.3

This is somewhat of a facilitative strategy.

75

42.4

89

50.3

This is NOT a facilitative strategy that I have used or plan to use.

115

65.0

This is somewhat of a facilitative strategy.

42

23.7

20

11.3

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

Improve(d) interviewing skills

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

Set career goals and formulate( d) a plan of action

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

Move( d) to another district or city for an administrative position

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

For the most part, the results for the assistant principals were similar to the
responses provided by the principals. This can be seen in the fact that questions that had
higher ratings for assistant principals had similarly high ratings for the principals. Even
though some questions had the same importance for assistant principals and principals,
some questions were reported as being less important for principals than for assistant
principals. For both principals and assistant principals developing time management
skills and setting career goals had high importance, while attending seminars seemed to

have higher importance to assistant principals than principals. Obtain(ed) a mentor had
higher ratings for principals than for assistant principals. As a result there could
potentially be a statistically significant difference between assistant principals and
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principals when it comes to these questions. The comparison between the assistant
principals and principals' responses regarding used strategies are presented in the section
referring to research question number 5. These results are summarized in Table 22.
To further examine the questions from Part III, summary statistics were
calculated. This included calculating the means and standard deviations, as well as the
minimum and maximum values for each of the questions on the survey instrument. The
question that had the highest average value would be determined to be the most
facilitating factors to strategies. This is because a higher value indicated that the
participant provided a "This is a major facilitative strategy. (Major= I believe that this
will contribute directly to my advancement if I engage in this activity)" or a "This is
somewhat of a facilitative strategy" more often. The variable found to be the most
facilitating based on the mean of the responses was the Set career goals and formulate( d)
a plan of action (M = 1.43, SD = .63). This was followed by: Attend(ed) seminars and/or
workshops for aspiring administrators (M = 1.41, SD = .69), Improve(d) interviewing
skills (M = 1.36, SD = .67) and Obtain(ed) a mentor (M = 1.32, SD = .73).

The question that had the lowest average value would be determined to be the
least facilitating factors to strategies. This is because a lower value indicated that the
participant provided a "This is NOT a facilitative strategy that I have used or plan to use"
response more often. The variable found to be the least facilitating based on the mean of
the responses was the Utilize( d) an old boys '/old girls' network (M = .46, SD = .67) and
Move( d) to another district or city for an administrative position (M = .46, SD = .69).

This was followed by Participate( d) in club activities (M =.56, SD = .66) and Obtain(ed)
a doctorate (M = .88, SD = .80). These results are summarized in Table 8.
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Table 8
Summary Statistics for Part /I/ for Assistant Principals (N = 177)
Min

Max

M

SD

Obtain(ed) a mentor

0

2

1.32

.733

Participate(d) in professional organizations

0

2

1.14

.677

Participate(d) in community organizations

0

2

.93

.712

Participate(d) in club activities

0

2

.56

.656

Volunteer( ed) for committees

0

2

1.29

.632

Taking or took on extra jobs in the district

0

2

.93

.746

Participate(d) in internships

0

2

1.15

.777

Promote(d) yourself

0

2

1.12

.766

Develop(ed) time management skills to balance family and career

0

2

1.31

.761

Use(d) positive self-talk such as "I know I am good and I can do this"

0

2

1.16

.782

Utilize(d) an old boys'/old girls' network

0

2

.46

.666

Attend(ed) seminars and/or workshops for aspiring administrators.

0

2

1.41

.686

Obtain(ed) a doctorate

0

2

.88

.795

Improve(d) interviewing skills

0

2

1.36

.669

Set career goals and formulate( d) a plan of action

0

2

1.43

.628

Move(d) to another district or city for an administrative position

0

2

.46

.691

Research Question 3 Results
RQ3: Are there significant differences between minority and majority assistant principal
perceptions of the perceived strategies and/or barriers they have encountered in
attempting to attain a principalship?

To address the third research question, a one-way ANOV A was conducted. The
dependent variable for the analysis was the strategy questions from Part II and Part Ill.
The independent variable for the analysis was whether the participant was a minority or
majority assistant principal. In addition to this, underlying variables were constructed
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from the different parts on the survey instrument. These underlying variables were the

perceived barriers (Part II), the used strategies (Part III) and the overall strategies
(Combination of Part II and Part III). To make sure that the underlying variables provided
reliable estimates, a reliability analysis was conducted. Cronbach's alpha coefficients
were calculated for each variable. The reliability coefficient for the perceived strategies
was .78, while the reliability coefficient for the used strategies was .85. The reliability
coefficient for the overall strategies was .83. This indicated that the underlying constructs
were reliable estimates. These results are presented in Table 9.
Table 9

Reliability Statistics for Constructed Assistant Principal Variables
Cronbach's Alpha

Number of Items

Perceived Barriers (Part II)

.78

24

Used Strategies (Part Ill)

.85

16

Overall Strategies

.83

40

Construct

The first set of ANOVA results conducted was between the questions from Part II
and the minority/majority independent variable. There was a significant difference
between minority and majority assistant principals when it came to the Lack of
opportunities for training, F(l, 175) = 10.88, p < .01. Minority assistant principals had
higher average values on the Lack of opportunities for training question. In fact, ori
average, minority assistant principals scored .21 units higher on the Lack of opportunities
for training question. There was a significant difference between minority and majority
assistant principals when it came to the Lack of role models, F(l, 175) = 7.31, p < .01.
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Minority assistant principals had higher average values on the Lack of role models

question. In fact, on average, minority assistant principals scored .15 units higher on the
Lack of role models question. No other comparisons were significant. These results are
presented in Table 10.
Table 10
Descriptive Statistics and ANOVA Results for Part II Questions for Assistant Principals

Lack of opportunities for training

Lack of role models

N

M

SD

Majority

112

.08

.333

Minority

65

.29

.522

Total

177

.16

.424

Majority

112

.07

.259

Minority

65

.22

.450

Total

177

.12

.348

p

F(dfl, df2)

F(l, 175) = 10.879

.001 *

F(1, 175) =7.307

.008*

The next set of ANOV A results conducted was between the questions from Part
III and the minority/majority independent variable. There was a significant difference
between minority and majority assistant principals when it carne to the Participate( d) in
community organizations, F(l, 175) = 17.81, p < .01. Minority assistant principals had

higher average values on the Participate(d) in community organizations question. There
was a significant difference between minority and majority assistant principals when it
carne to the Participate(d) in club activities, F(1, 175) = 11.14,p < .01. Minority assistant
principals had higher average values on the Participate(d) in club activities question. No
other comparisons were significant. These results are presented in Table 11.
Table 11
Descriptive Statistics and ANOVA Results for Part III Questions for Assistant Principals
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Participate(d) in community organizations

Participate(d) in club activities

N

M

SD

Majority

112

.77

.644

Minority

65

1.22

.739

Total

177

.93

.712

Majority

112

.44

.566

Minority

65

.77

.745

Total

177

.56

.656

F(dfl, df2)

p

F(l, 175) =17.808

.000*

F(l, 175) =11.140

.001 *

The next set of ANOV A results conducted was between the constructed variables
from part II and part III and the minority/majority independent variable. There was a
significant difference between minority and majority assistant principals when it came to
the overall strategies, F(1, 175) = 5.48, p = .02. Minority assistant principals had higher
average values on the overall strategies question. No other comparisons were significant.
These results are presented in Table 12.
Table 12
Descriptive Statistics and ANOVA Results for Constructs for Assistant Principals

Overall Strategies

N

M

SD

Majority

112

20.92

7.30

Minority

65

23.86

9.23

Total

177

22.00

8.16

F(dfl, df2)

p

F(l, 175) =5.483

.020*
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Research Question 4 Results
RQ4: What were the successful strategies employed by principals in attaining a
principalship? Were there significant differences in those employed by successful
minority and majority principals?
To address the fourth research question, frequency distributions and summary
statistics were used. The variables that were considered for the fourth research question

were the questions from Part II of the survey instrument. The factors that were deemed to
be the most inhibiting factors were those that had the most "This was a major inhibiting
factor. (Major =Strong Barrier to Advancement)" responses. The factor that had the most
inhibiting effect was the Exclusion from the ole boys '/girls' network ( 12.6% ). This was
followed by Lack of a sponsor (4.5%) and You found your climb to the principalship
mainly barrier-free (4.5%) and Lack of professional network (4.5% ).
The factors that were deemed to be the least inhibiting factors were those that had
the most responses to the question "This was NOT an inhibiting factor that I've
experienced". The factor that had the least number of inhibiting effects was the Lack of
support from peers and family (94.6% ). This was followed by the following factors:
Conflict with spouse's or significant other's career (92.8% ), Selecting the wrong career
path (91.0%) and Job requirements that eliminate eligibility (91.0%). The results for each
of the questions in this section are presented in Table 13.
Table 13
Frequency Distribution for Part II Principal Responses
Question

Frequency (N = 111) Percent

Lack of assertiveness or self-confidence

This was NOT an inhibiting factor that I've experienced.

88

79.3
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Question
This was somewhat an inhibiting factor.

Frequency (N = Ill) Percent
22

19.8
.9

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

Lack of training in leadership skills
This was NOT an inhibiting factor that I've experienced.

99

89.2

This was somewhat an inhibiting factor.

II

9.9
.9

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

Lack of a sponsor
This was NOT an inhibiting factor that I've experienced.

72

64.9

This was somewhat an inhibiting factor.

34

30.6

This was a major inhibiting factor. (Major = Strong Barrier to Advancement).

5

4.5

This was NOT an inhibiting factor that I've experienced.

97

87.4

This was somewhat an inhibiting factor.

14

12.6

This was a major inhibiting factor. (Major = Strong Barrier to Advancement).

0

0.0

This was NOT an inhibiting factor that I've experienced.

83

74.8

This was somewhat an inhibiting factor.

26

23.4

This was a major inhibiting factor. (Major = Strong Barrier to Advancement).

2

1.8

This was NOT an inhibiting factor that I've experienced.

99

89.2

This was somewhat an inhibiting factor.

II

9.9

Lack of incentives

Lack of access to informal interactions

Lack of opportunities for training

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

.9

Lack of support from peers and family
105

94.6

This was somewhat an inhibiting factor.

6

5.4

This was a major inhibiting factor. (Major = Strong Barrier to Advancement).

0

0.0

This was NOT an inhibiting factor that I've experienced.

84

75.7

This was somewhat an inhibiting factor.

22

19.8

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

5

4.5

This was NOT an inhibiting factor that I've experienced.

84

75.7

This was somewhat an inhibiting factor.

26

23.4

This was NOT an inhibiting factor that I've experienced.

Lack of a professional network

Lack of administrative experience
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Question

Frequency (N = 111) Percent

This was a major inhibiting factor. (Major = Strong Barrier to Advancement).

.9

Lack of role models
This was NOT an inhibiting factor that I've experienced.

93

83.8

This was somewhat an inhibiting factor.

16

14.4

This was a major inhibiting factor. (Major = Strong Barrier to Advancement).

2

1.8

This was NOT an inhibiting factor that I've experienced.

88

79.3

This was somewhat an inhibiting factor.

23

20.7

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

0

0.0

This was NOT an inhibiting factor that I've experienced.

86

77.5

This was somewhat an inhibiting factor.

25

22.5

This was a major inhibiting factor. (Major = Strong Barrier to Advancement).

0

0.0

100

90.1

This was somewhat an inhibiting factor.

7

6.3

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

4

3.6

This was NOT an inhibiting factor that I've experienced.

92

82.9

This was somewhat an inhibiting factor.

19

17.1

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

0

0.0

This was NOT an inhibiting factor that I've experienced.

101

91.0

This was somewhat an inhibiting factor.

10

9.0

This was a major inhibiting factor. (Major = Strong Barrier to Advancement).

0

0.0

This was NOT an inhibiting factor that I've experienced.

94

84.7

This was somewhat an inhibiting factor.

16

14.4

Reluctance to take risks

Reluctance to leave teaching

Time taken away from career to stay home with children
This was NOT an inhibiting factor that I've experienced.

Conflict or confusion regarding life goals

Selecting the wrong career path

Stuck in positions that do not provide chances for mobility

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

.9

Poor self-image
This was NOT an inhibiting factor that I've experienced.

99

89.2

This was somewhat an inhibiting factor.

12

10.8

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

0

0.0
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Frequency (N = Ill) Percent

Racial discrimination in hiring
This was NOT an inhibiting factor that I've experienced.

88

79.3

This was somewhat an inhibiting factor.

20

18.0

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

3

2.7

103

92.8

7

6.3

Conflict with spouse's or significant other's career
This was NOT an inhibiting factor that I've experienced.
This was somewhat an inhibiting factor.
This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

.9

Personal anxiety about being a parent while pursuing career
This was NOT an inhibiting factor that I've experienced.

82

73.9

This was somewhat an inhibiting factor.

28

25.2

This was a major inhibiting factor. (Major = Strong Barrier to Advancement).

.9

Sex discrimination in hiring
This was NOT an inhibiting factor that I've experienced.

96

86.5

This was somewhat an inhibiting factor.

15

13.5

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

0

0.0

This was NOT an inhibiting factor that I've experienced.

62

55.9

This was somewhat an inhibiting factor.

35

31.5

This was a major inhibiting factor. (Major = Strong Barrier to Advancement).

14

12.6

This was NOT an inhibiting factor that I've experienced.

101

91.0

This was somewhat an inhibiting factor.

10

9.0

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

0

0.0

This was NOT an inhibiting factor that I've experienced.

74

66.7

This was somewhat an inhibiting factor.

32

28.8

This was a major inhibiting factor. (Major= Strong Barrier to Advancement).

5

4.5

Exclusion from the ole boys'lgirls' network

Job requirements that eliminate eligibility

You found your climb to the principalship mainly barrier-free

To further examine the questions from Part II, summary statistics were calculated.
This included calculating the means and standard deviations, as well as the minimum and
maximum values for each of the questions on the survey instrument. The question that
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had the highest average value would be determined to be the most inhibiting factors to
strategies. This is because a higher value indicated that the participant provided a "This
was a major inhibiting factor" or a "This was somewhat an inhibiting factor" more often.
The variable found to be the most inhibiting based on the mean of the responses was the

Exclusion from the old boys'/girls' network (M =.57, SD = .71). This was followed by
Lack of sponsor (M = .40, SD =.58), You found your climb to the principalship mainly
barrier-free (M = .38, SD =.57) and Lack of a professional network (M = .29, SD =.55).
The question that had the lowest average value would be determined to be the
least inhibiting factors to strategies. This is because a lower value indicated that the
participant provided a "This was NOT an inhibiting factor that I've experienced"
response more often. The variable found to be the least inhibiting based on the mean of
the responses was the Lack of support from peers and family (M = .05, SD

= .23). This

was followed by Conflict with spouse's or significant other's career (M = .08, SD

Selecting the wrong career path (M = .09, SD
eligibility (M = .09, SD

= .31 ),

= .29) and Job requirements that eliminate

= .29). These results are summarized in Table 14.

Table 14

Summary Statistics for Part II for Principals (N

= 111)
Min

Max

M

SD

Lack of assertiveness or self-confidence

0

2

.22

.435

Lack of training in leadership skills

0

2

.12

.350

Lack of a sponsor

0

2

.40

.576

Lack of incentives

0

.13

.333

Lack of access to informal interactions

0

2

.27

.485

Lack of opportunities for training

0

2

.12

.350

Lack of support from peers and family

0

.05

.227
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Min

Max

M

SD

Lack of a professional network

0

2

.29

.546

Lack of administrative experience

0

2

.25

.457

Lack of role models

0

2

.18

.431

Reluctance to take risks

0

.21

.407

Reluctance to leave teaching

0

.23

.420

Time taken away from career to stay home with children

0

.14

.437

Conflict or confusion regarding life goals

0

.17

.378

Selecting the wrong career path

0

.09

.288

Stuck in positions that do not provide chances for mobility

0

.16

.394

Poor self-image

0

.II

.312

Racial discrimination in hiring

0

2

.23

.485

Conflict with spouse's or significant other's career

0

2

.08

.306

Personal anxiety about being a parent while pursuing career

0

2

.27

.466

Sex discrimination in hiring

0

.14

.343

Exclusion from the old boys'lgirls' network

0

.57

.709

Job requirements that eliminate eligibility

0

.09

.288

You found your climb to the principalship mainly barrier-free

0

.38

.573

2

2

2

2

To address the fourth research question further, frequency distributions and
summary statistics were used. The variables that were considered for the fourth research
question were the questions from Part III of the survey instrument. The factors that were
deemed to be the most facilitating factors were those that had the most "This is a major
facilitative strategy. (Major =I believe that this will contribute directly to my
advancement if I engage in this activity)" responses. The factor that had the most
facilitating effect was the Develop(ed) time management skills to balance family and
career (56.8% ). This was followed by Obtain(ed) a mentor (52.3%) and Set career goals
and formulate( d) a plan of action (50.5%).
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The factors that were deemed to be the least facilitating factors were those that
had the most responses to the question "This is NOT a facilitative strategy that I have
used or plan to use". The factor that had the least number of facilitating effects was the
Move( d) to another district or city for an administrative position (68.5% ). This was

followed by the following factors: Utilize( d) an old boys'/old girls' network (64.9%),
Participate(d) in club activities (59.5%) and Obtain(ed) a doctorate (43.2%). The results

for each of these questions are presented in Table 15.
Table 15
Frequency Distribution for Part III for Principals

Question

Frequency (N =
Ill)

Percent

This is NOT a facilitative strategy that I have used or plan to use.

19

17.1

This is somewhat of a facilitative strategy.

34

30.6

58

52.3

This is NOT a facilitative strategy that I have used or plan to use.

19

17.1

This is somewhat of a facilitative strategy.

55

49.5

37

33.3

This is NOT a facilitative strategy that I have used or plan to use.

36

32.4

This is somewhat of a facilitative strategy.

42

37.8

33

29.7

This is NOT a facilitative strategy that I have used or plan to use.

66

59.5

This is somewhat of a facilitative strategy.

37

33.3

Obtain(ed) a mentor

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

Participate(d) in professional organizations

This is a major facilitative strategy. (Major = I believe that this will contribute
directly to my advancement if I engage in this activity)

Participate(d) in community organizations

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

Participate(d) in club activities
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Question

Frequency (N =
Ill)

Percent

8

7.2

This is NOT a facilitative strategy that I have used or plan to use.

17

15.3

This is somewhat of a facilitative strategy.

48

43.2

46

41.4

This is NOT a facilitative strategy that I have used or plan to use.

33

29.7

This is somewhat of a facilitative strategy.

44

39.6

34

30.6

This is NOT a facilitative strategy that I have used or plan to use.

40

36.0

This is somewhat of a facilitative strategy.

37

33.3

34

30.6

This is NOT a facilitative strategy that I have used or plan to use.

27

24.3

This is somewhat of a facilitative strategy.

48

43.2

36

32.4

This is NOT a facilitative strategy that I have used or plan to use.

12

10.8

This is somewhat of a facilitative strategy.

36

32.4

63

56.8

This is NOT a facilitative strategy that I have used or plan to use.

20

18.0

This is somewhat of a facilitative strategy.

46

41.4

45

40.5

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

Volunteer(ed) for committees

This is a major facilitative strategy. (Major = I believe that this will contribute
directly to my advancement if I engage in this activity)

Taking or took on extra jobs in the district

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

Participate(d) in internships

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

Promote(d) yourself

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

Develop(ed) time management skills to balance family and career

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

Use(d) positive self-talk such as "I know I am good and I can do this"

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

Utilize(d) an old boys'/old girls' network
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Question

Frequency (N =
111)

Percent

This is NOT a facilitative strategy that I have used or plan to use.

72

64.9

This is somewhat of a facilitative strategy.

33

29.7

6

5.4

This is NOT a facilitative strategy that I have used or plan to use.

9

8.1

This is somewhat of a facilitative strategy.

48

43.2

54

48.6

This is NOT a facilitative strategy that I have used or plan to use.

48

43.2

This is somewhat of a facilitative strategy.

29

26.1

34

30.6

This is NOT a facilitative strategy that I have used or plan to use.

14

12.6

This is somewhat of a facilitative strategy.

45

40.5

52

46.8

This is NOT a facilitative strategy that I have used or plan to use.

12

10.8

This is somewhat of a facilitative strategy.

43

38.7

56

50.5

This is NOT a facilitative strategy that I have used or plan to use.

76

68.5

This is somewhat of a facilitative strategy.

22

19.8

13

11.7

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

Attend(ed) seminars and/or workshops for aspiring administrators.

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

Obtain(ed) a doctorate

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

Improve( d) interviewing skills

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

Set career goals and formulate( d) a plan of action

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)

Move(d) to another district or city for an administrative position

This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)
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To further examine the questions from Part III, summary statistics were
calculated. This included calculating the means and standard deviations, as well as the
minimum and maximum values for each of the questions on the survey instrument. The
question that had the highest average value would be determined to be the most
facilitating factors to strategies. This is because a higher value indicated that the
participant provided a "This is a major facilitative strategy. (Major= I believe that this
will contribute directly to my advancement if I engage in this activity)" or a "This is
somewhat of a facilitative strategy" more often. The variable found to be the most
facilitating based on the mean of the responses was the Develop(ed) time management
skills to balance family and career (M = 1.46, SD = .69). This was followed by
Attend(ed) seminars and/or workshops for aspiring administrators (M = 1.41, SD = .64 ),
Set career goals and formulate( d) a plan of action (M = 1.40, SD = .68) and Obtain(ed) a
mentor (M = 1.35, SD = .76).

The question that had the lowest average value would be determined to be the
least facilitating factors to strategies. This is because a lower value indicated that the
participant provided a "This is NOT a facilitative strategy that I have used or plan to use"
response more often. The variable found to be the least facilitating based on the mean of
the responses was the Utilize( d) an old boys'/old girls' network (M = .41, SD =.59). This
was followed by Move( d) to another district or city for an administrative position (M =
.43, SD = .70), Obtain(ed) a doctorate (M = .87, SD = .85) and Participate(d) in
internships (M = .95, SD = .82). These results are summarized in Table 16.
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Table 16

Summary Statistics/or Part Ill for Principals (N

= 111)
Min

Max

M

SD

Obtain(ed) a mentor

0

2

1.35

.759

Participate(d) in professional organizations

0

2

1.16

.695

Participate(d) in community organizations

0

2

.97

.792

Participate(d) in club activities

0

2

.48

.630

Volunteer(ed) for committees

0

2

1.26

.710

Taking or took on extra jobs in the district

0

2

1.01

.780

Participate(d) in internships

0

2

.95

.818

Promote(d) yourself

0

2

1.08

.752

Develop(ed) time management skills to balance family and career

0

2

1.46

.685

Use(d) positive self-talk such as "I know I am good and I can do this"

0

2

1.23

.735

Utilize( d) an old boys'lold girls' network

0

2

.41

.594

Attend(ed) seminars and/or workshops for aspiring administrators.

0

2

1.41

.638

Obtain(ed) a doctorate

0

2

.87

.854

Improve( d) interviewing skills

0

2

1.34

.694

Set career goals and formulate( d) a plan of action

0

2

1.40

.678

Move(d) to another district or city for an administrative position

0

2

.43

.696

To address the fourth research question further, a one-way ANOVA was
conducted. The dependent variable for the analysis was the strategy questions from Part
II and Part III. The independent variable for the analysis was whether the participant was
a minority or majority principal. In addition to this, underlying variables were constructed
from the different parts on the survey instrument. These underlying variables were the

perceived strategies (Part II), the used strategies (Part III) and the overall strategies
(Combination of Part II and Part Ill).
The first ANOV A was conducted between the questions from Part II and the
minority/majority independent variable. There was a significant difference between
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minority and majority principals when it came to the Time taken away from career to stay
home with children, F(l, 109)

=7 .10, p < .0 1. Minority principals had lower average

values on the Time taken away from career to stay home with children question. There
was a significant difference between minority and majority principals when it came to the
Job requirements that eliminate eligibility, F(1, 109) =4.63, p

= .03. Minority principals

had higher average values on the Job requirements that eliminate eligibility question. No
other comparisons were significant. These results are presented in Table 17.
Table 17
Descriptive Statistics and ANOVA Results for Part II Questions for Principals
N

Time taken away from career to stay home with children

M SD

F(dfl, df2)

p

Majority 68 .22 .542
Minority 43 .00 .000

Job requirements that eliminate eligibility

Total

Ill .14 .437

Majority

68 .04 .207

F(l, 109) = 7.095 .009*

Minority 43 .16 .374
Total

Ill .09 .288

F(l, 109) = 4.633 .034*

The ANOVA conducted was between the questions from Part III and the
minority/majority independent variable. There was a significant difference between
minority and majority principals when it came to the Participate( d) in professional
organizations, F(l, 109) =5.27, p

= .02. Minority principals had higher average values

on the Participate(d) in professional organizations question. There was also a significant
difference between minority and majority principals when it came to the Participate(d) in
community organizations, F(l, 109) = 11.50, p < .01. Minority principals had higher

average values on the Participate(d) in community organizations question.
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There was a significant difference between minority and majority principals when
it came to the Attend(ed) seminars and/or workshops for aspiring administrators, F( 1,
109) = 4.14, p < .05. Minority principals had higher average values on the Attend(ed)
seminars and/or workshops for aspiring administrators question. Another significant

difference between minority and majority principals was Improve( d) interviewing skills,
F(1, 109) = 4.30, p < .05. Minority principals had higher average values on the
Improve( d) interviewing skills question. A significant difference was found between

minority and majority principals when it came to the Set career goals and formulate( d) a
plan of action, F(1, 109)

=4.11, p < .05. Minority principals had higher average values

on the Set career goals and formulate( d) a plan of action question. No other comparisons
were significant. These results are presented in Table 18.
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Table 18
Descriptive Statistics and ANOVA Results for Part III Questions for Principals
N

Participate(d) in professional organizations

M

SD

F(dfl, df2)

p

Majority 68 1.04 .679
Minority 43 1.35 .686
Ill 1.16 .695 F(l, 109) = 5.265 .024*

Total
Participate(d) in community organizations

Majority 68 .78 .750
Minority 43 1.28 .766
Ill .97 .792 F(l, 109) = 11.499 .001 *

Total

Attend(ed) seminars and/or workshops for aspiring administrators. Majority 68 1.31 .605
Minority 43 1.56 .666
Ill 1.41 .638 F(l, 109)=4.139 .044*

Total
Improve( d) interviewing skills

Majority 68 1.24 .649
Minority 43 1.51 .736
Ill 1.34 .694 F(l, 109) = 4.30 I .040*

Total
Set career goals and formulate( d) a plan of action

Majority 68 1.29 .670
Minority 43 1.56 .666
Ill 1.40 .678 F(l, 109) = 4.108 .045*

Total

The next set of ANOV A results conducted was between the constructed variables
from part II and part III and the minority/majority independent variable. There was not a
significant difference between minority and majority principals when it came any of the
constructs. These results are presented in Table 19.
Table 19
Descriptive Statistics and ANOVA Results for Constructs for Principals

Perceived Barriers

N

M

SD

Majority

68

4.69

4.21

Minority

43

5.16

4.83

Total

Ill

4.87

4.44

F(dfl, df2)

p

F(l, 109) = .295

.588
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Used Strategies

Overall Strategies

Majority

68

15.94

5.97

Minority

43

18.16

6.32

Total

Ill

16.80

6.18

Majority

68

20.63

7.35

Minority

43

23.33

7.97

Total

ll I

21.68

7.68

F(l, 109)=3.481

.065

F(l, 109)=3.310

.072

Research Question 5 Results
RQ5: Are there significant differences between the strategies assistant principals plan to
use to attain a principalship and those employed by principals who attained a
principalship?
To address the fifth research question, a one-way ANOVA was conducted. The
dependent variable for the analysis was the strategy questions from Part II and Part III.
The independent variable for the analysis was whether the participant was a principal or
assistant principal. In addition to this, underlying variables were constructed for the
principals from the different parts on the survey instrument. These underlying variables
were the perceived strategies (Part II), the used strategies (Part Ill) and the overall
strategies (Combination of Part II and Part Ill). To make sure that the underlying
variables provided reliable estimates, a reliability analysis was conducted. Cronbach's
alpha coefficients were calculated for each variable. The reliability coefficient for the
perceived strategies was .81, while the reliability coefficient for the used strategies was
.83. The reliability coefficient for the overall strategies was .80. This indicated that the
underlying constructs were reliable estimates. These results are presented in Table 20.
Table 20
Reliability Statistics for Constructed Principal Variables
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Construct

Cronbach' s Alpha

Number of Items

Perceived Barriers (Part II)

.81

24

Used Strategies (Part III)

.83

16

Overall Strategies

.80

40

The first set of ANOV A results conducted was between the questions from Part II
and the principal/assistant principal independent variable. There was a significant
difference between principals and assistant principals when it carne to the Poor selfimage, F(l, 175) = 5.26, p

= .02. Principals had higher average values on the Poor self-

image question. These results are presented in Table 21.

Table 21
Descriptive Statistics and ANOVA Results for Part II Questions for Assistant Principals
and Principals

Poor self-image

N

M

SD

Assistant Principal

177

.04

.195

Principal

111

.11

.312

Total

288

.07

.249

F(dfl, df2)

p

F(1, 175) = 5.263

.023*

The next ANOV A conducted was between the questions from Part III and the
principal/assistant principal independent variable. There was a significant difference
between principals and assistant principals when it carne to the Participate( d) in
internships, F(1, 175) =4.38, p

=.04. Assistant principals had higher average values on

the Participate( d) in internships question. These results are presented in Table 22.
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Table 22
Descriptive Statistics and ANOVA Results for Part III Questions for Assistant Principals
and Principals
N

Participate(d) in internships

Assistant

M

SD

F(dfl, df2)

p

177 1.15 .777

Principal
Principal
Total

Ill .95 .818
F(l, 175)=
288 1.07 .798

.037*
4.380

The final ANOVA conducted was between the constructs from Part II and III and
the principal/assistant principal independent variable. There were no significant
relationships at the .05 level of significance. This indicates that assistant principals and
principals did not differ from one another when it came to their perceived barriers, used
strategies and overall strategies.
Summary
To address the first research question, frequency distributions and summary
statistics were used. The factor that had the most inhibiting effect was the Exclusion from
the ole boys'/girls' network (15.3%). This was followed by Lack of a sponsor (11.9%)
and You found your climb to the principalship mainly barrierjree ( 10.7% ). The factor
that had the least number of inhibiting effects was the Poor self-image (96.0% ). This was
followed by the following factors: Selecting the wrong career path (95.5% ), Lack of
support from peers and family (94.9%) and Conflict with spouse's or significant other's
career (94.4% ).
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To address the second research question, frequency distributions and summary
statistics were used. The factor that had the most facilitating effect was the Attend(ed)
seminars and/or workshops for aspiring administrators (52.0% ). This was followed by
Set career goals and formulate( d) a plan of action (50.3%) and Develop(ed) time
management skills to balance family and career (49.2% ). The factor that had the least

number of facilitating effects was the Move( d) to another district or city for an
administrative position (65.0% ). This was followed by the following factors: Utilize( d)
an ole boys'/old girls' network (63.3%), Participate(d) in club activities (53.1 %) and
Obtain(ed) a doctorate (38.4%).

To address the third research question, a one-way ANOV A was conducted. The
dependent variable for the analysis was the strategy questions from Part II and Part III.
For Part II questions, there was a significant difference between minority and majority
assistant principals when it came to the Lack of opportunities for training. There was a
significant difference between minority and majority assistant principals when it came to
the Lack of role models. For Part III questions, there was a significant difference between
minority and majority assistant principals when it came to the Participate( d) in
community organizations. There was a significant difference between minority and
majority assistant principals when it came to the Participate(d) in club activities. The
next set of ANOVA results conducted was between the constructed variables from part II
and part III and the minority/majority independent variable. There was a significant
difference between minority and majority assistant principals when it came to the overall
strategies.
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To address the fourth research question, frequency distributions and summary
statistics were used, and a one-way ANOVA was conducted. The factor that had the most
inhibiting effect was the Exclusion from the ole boys'lgirls' network (12.6%). This was
followed by Lack of a sponsor (4.5%) and You found your climb to the principalship
mainly barrier-free (4.5%) and Lack of professional network (4.5% ). The factor that had
the least number of inhibiting effects was the Lack of support from peers and family
(94.6%). This was followed by the following factors: Conflict with spouse's or significant
other's career (92.8%), Selecting the wrong career path (91.0%) and Job requirements
that eliminate eligibility (91.0%). The factor that had the most facilitating effect was the
Develop(ed) time management skills to balance family and career (56.8%). This was
followed by Obtain(ed) a mentor (52.3%) and Set career goals and formulate( d) a plan
of action (50.5% ). The factor that had the least number of facilitating effects was the
Move( d) to another district or city for an administrative position (68.5%). This was
followed by the following factors: Utilize( d) an ole boys'/ole girls' network (64.9%),
Participate( d) in club activities (59.5%) and Obtain(ed) a doctorate (43.2%).
To further address the fourth research question, a one-way ANOV A was
conducted. The dependent variable for the one-way ANOVA was the strategy questions
from Part II and Part III. The first ANOV A conducted was between the question from
Part II (Perceived barriers) and the minority/majority independent variable. There was a
significant difference between minority and majority principals when it came to the Time
taken away from career to stay home with children and Job requirements that eliminate
eligibility questions. The next ANOV A conducted was between the questions from Part
III (Used strategies) and the minority/majority independent variable. There was a
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significant difference between minority and majority principals when it came to the
Participated in professional organizations, Participated in community organizations,
Attended seminars and/or workshops for aspiring administrators, Improved interviewing
skills, and Set career goals and Formulated a plan of action questions. No other
comparisons were statistically significant. Moreover, the next ANOVA conducted was
between the constructed variables from part II and part III and the minority/majority
independent variable. There was not a significant difference between minority and
majority principals when it came any of the constructs.
To address the fifth research question, a one-way ANOVA was conducted. The
dependent variable for the analysis was the strategy questions from Part II and Part III.
The independent variable for the analysis was whether the participant was a principal or
assistant principal. The first ANOVA conducted was between the questions from Part II
and the principal/assistant principal independent variable. There was a significant
difference between principals and assistant principals when it came to the Poor selfimage question. The next ANOV A conducted was between the questions from Part III
and the principal/assistant principal independent variable. There was a significant
difference between principals and assistant principals when it came to the Participate(d)
in internships question. The final ANOV A conducted was between the constructs from
Part II and III and the principal/assistant principal independent variable. There were no
statistically significant relationships.
Chapter five contains the summary, discussion, and recommendations that
emerged from this study. This study sought to determine if there are significant
differences in the perceived barriers to upward mobility between minority and majority
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aspiring assistant principals and those who have already become principals. It also
assessed whether the strategies minority and majority assistant principals intend to
employ are the same as the successful ones employed by practicing principals. The
concise summary will detail the conclusions that emerged from this study. These
conclusions will be examined in relation to how they connect to other work in the field of
educational administration. Furthermore, in this concluding chapter, the results of this
study will be interpreted. As a result of that interpretation, suggestions will be made for
further research in the field of educational administration. In addition, the implications of
these research findings for future administrative practice will be discussed.
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CHAPTERS
DISCUSSION, SUMMARY, AND RECOMMENDATIONS

The National Center for Education Statistics (2007) reveals that minorities
enrolled in American public schools constitute approximately 44% (21.4 million out of
49.6 million students). However, minorities are the leaders in only 16% of those schools
(National Center for Education Statistics, 2007). American social culture had a longprevailing ideology that minorities were inferior to their Caucasian counterparts, and
historically, the American education system has reflected the societal perception
(Williams & King, 2002). Opportunities in placement and advancement have been
limited for minorities. To facilitate continued change and progress towards access and
equity, the education profession must confront, develop, and evaluate strategies to
achieve the spirit of diversity. Although great strides towards fairness and impartiality in
opportunities for advancement have been made, a group of individuals who aspires to
advance in education still remains professionally immobile. Researchers have argued
that some barriers exist for women and minority assistant principals who aspire to
become principals (Beason, 1992; Chappell, 2000). This argument leads to other
questions such as: whether these barriers are applicable regardless of ethnicity, whether
barriers exist that are unique to minority aspirants, and whether the strategies currently
employed by practicing principals are vastly different from those suggested by previous
research.
The current cross-sectional survey study sought to investigate the barriers
encountered by minority assistant principals in attaining principalship. In addition to
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investigating these barriers, the researcher was also seeking to ascertain whether there
were significant differences between minority and majority principal perceptions of the

barriers they have encountered while seeking a principalship. Given the subjective nature
of the data collected, a cross-sectional design was chosen for the current study. A
convenience sampling was used and the survey instrument the Administrator's BarrierStrategy Inventory (ABSI) was employed to survey a group of 483 principals and

assistant principals in four large school districts in Southeastern Virginia. Quantitative
comparative approach and content analysis were used to analyze the data.
Interpretation of Findings
Chapter 5 addresses the research questions through analyses of the raw data
presented in chapter 4. The five research questions are addressed in sequence by
providing an interpretation of the implications of the results of this study. This chapter
will also present the limitations of the findings, followed by recommendations for future
research.
Research Questions

This section attempts to answer the research questions. The analyses are based on
the existing conceptual frameworks discussed in the literature review. Although there is a
great deal of shared data among the five research questions, they are presented in the
sequence in which they were introduced, with the goal of crafting a useful progression of
thought that will fully answer the three specific questions by the end of the analyses.
Research Question 1. What are the perceived barriers experienced by assistant principals
in attaining a principalship?
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The first research question concerns the perceived barriers of assistant principals
in attaining a principalship. The assistant principalship is considered to be a stepping
stone for future principals (Marshall, 1992). The assistant principal's roles and
responsibilities are often based on the size of the school and the level of assistance the
principals need. Assistant principals, who have built the internal capacity to enlist the
assistance of principals and others, seemed to be equipped in advancing for principalship.
However, the upward mobility does not often occur as expected especially for minorities
including women. Prior research has identified some barriers that may exist for women
and minority assistant principals who are aspiring to become principals. These barriers
include lack of mentors and role models, low self esteem, lack of self-confidence,
hesitancy to take risks, lack of assertiveness, limited professional networks, community
demographics, negative attitudes toward minorities, and exclusion from the "Good ole'
boys" network (Beason, 1992).
Based on the frequency distribution of responses from the assistant principal
participants in this study, the most inhibiting factors were exclusion from the ole
boys'/girls' network and lack of sponsors. The third most prevalent response was that the
climb has been mainly barrier-free. This implies that many of the respondents found
their current attempt to ascend to the principalship free of external or internal inhibitors.
The factors that were deemed to be the least inhibiting were poor, self-image, selecting
the wrong career path, lack of support from peers and family, and conflict with spouse's
or significant other's career. There was no statistically significant difference between the
principals' and the assistant principals' responses on the most inhibiting factors and least
inhibiting factors.
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The responses of assistant principals imply that there is at least the perception that
an ole boys'/girls' network still exists within the educational system that makes it
difficult to ascend to the principalship and that more sponsors are needed to help
principal aspirants develop the skills and abilities that employers are seeking in the
principals they hire. Interestingly, based on the findings addressing research question one
race and ethnicity appear to play an insignificant role as a perceived barrier. The data
suggests that a focus on equity and diversity and laws legislating fairness and justice in
hiring practices have had a positive impact on hiring practices and patterns schools.
Research Question 2 What are the strategies assistant principals plan to use to attain a
principalship?

In order to succeed in their quest to become principals, researchers argue that
aspirants need to employ various strategies that include securing a mentor, networking,
having a sense of moral purpose, attending seminars and workshops, obtaining a terminal
degree, participating in professional organizations, and being willing to relocate in order
to advance (Beason, 1992; Chappell, 2000; Fullan, 2001). Developing career plans,
improving interviewing skills, developing time management skills, understanding the
change process, and conflict management are personal strategies that assistant principals
use when seeking a position as a principal (Beason; Chappell; Fullan). For the current
study, 16 strategies were listed and the assistant principals were asked to rate 'the
strategies that they perceived to be the most important in their quest to attain a
principalship. These strategies include professional strategies and personal strategies. The
results showed that the strategies assistant principals used were attending seminars
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and/or workshops for aspiring administrators, setting career goals and formulating an
action plan, and developing time management skills to balance family and career.
The factors that were deemed to be the least facilitating were: moving to another
district or city for an administrative position, utilizing an ole boys '/old girls' network,
participating in club activities, and obtaining a doctorate. There were no significant
differences in the responses of principals and assistant principals on questions relating to
research question two. Although some questions had the same importance for principals
and assistant principals, some questions were reported as being less important for
principals than for assistant principals. For principals and assistant principals, developing
time management skills and setting career goals have high importance, while attending
seminars were more important for the assistant principals than the principals. Obtaining a
mentor was considered more important for principals than for assistant principals.
Clearly, both assistant principals' and principals' responses suggested that time
management and goal setting were crucial competencies that principal aspirants need to
master. This implies that those who are seeking the job as principal would benefit from
activities, seminars, coursework, and professional development activities that are focused
on goal setting and that use practical case studies to help aspirants set up time schedules
and emphasize the importance of balance. Principal aspirants, based on principal
responses, should connect with effective school leaders who can serve as models and
mentors for successful principal practice.
Research Question 3. Are there significant differences between minority and majority
assistant principal perceptions of the perceived strategies and/or barriers they have
encountered in attempting to attain a principalship?
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The third research question focuses on whether there are differences between
minority and majority assistant principal perceptions of the perceived strategies and
barriers they have encountered in attempting to attain a principalship. Previous studies
highlighted and operationalized inhibiting factors encountered by minorities seeking for
principalship. Most of these inhibitors focused on the impact of gender, race, and
ethnicity on ascendancy to principalship. Inhibitors can be divided into two groups:
internal and external, which include both group inhibitors and societal inhibitors. There is
a perception that intrinsic barriers can be frustrating and may be causing great angst for
individual aspirants. However, individuals can change those intrinsic inhibitors. External
inhibitors on the other hand, were considered to obstruct progress much more
significantly than internal barriers (Jones, 1983).
Society has a stereotype that minorities are not qualified for leadership positions
in organizations where Whites are dominant (McFadden & Smith, 2004). This may result
in inhibiting minority ascendancy. In order to promote diversity and equity in
organizational hiring practices, programs have been developed for minorities (Chappell,
2000). Principal aspirants employ various strategies to overcome obstacles. These
strategies include participating in networks of aspiring school leaders, securing a mentor,
volunteering for special projects, earning a terminal degree, improving interviewing
skills, participating in district leadership preparation programs, and having a positive
attitude to enhance upward mobility opportunities for assistant principals (Chappell,
2000). However, there is not great deal of research on the difference between minority
and majority assistant principal perceptions of the perceived strategies and/or barriers
they have encountered in attempting to attain a principalship.
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In the current study, the perceptions of barriers and strategies were compared
between majority assistant principals and minority assistant principals. The results
revealed that there is a significant difference between minority and majority assistant
principals when it comes to the lack of opportunities for training. Minority assistant
principals believed that their lack of opportunities for training and lack of role models
have served as significant barriers to their career advancement. Regarding the strategies
perceived as important in attaining principalship, minority assistant principals believed
that participating in community organizations and participating in club activities are
stra~egies

that they planned to use to attain a principalship. Minority assistant principals

had higher average values on the participating in community organizations question and
minority assistant principals had higher average values on the participating in club
activities question. No other comparisons were significant. Minority assistant principals
also believed that overall, strategies would need to be used to facilitate ascendancy to the
principalship.
Based on the findings related to research question three, school districts and
universities might benefit from developing programs targeting the training and
development of minority principal aspirants. Additionally, this research suggests that,
because of a dearth of minority principals, that school districts could create inter-district
mentoring programs that match aspirants with currently practicing principals with like
interests and passions who would serve as models and mentors. While strides have been
made regarding race as a barrier to career advancement, the responses of minority
assistant principals suggests that they believe that, in addition to the necessary degrees
and certifications, they have to strategize to get a job as a principal while their majority

Upward Mobility

103

counterparts only must have the appropriate certifications and degrees to be considered
viable candidates for a principalship.
Research Question 4. What were the successful strategies employed by principals in
attaining a principalship? Were there significant differences in those employed by
successful minority and majority principals?
According to the responses from the practicing principal participants, the factors
that they perceived to be the most facilitating strategies were developing time
management skills to balance family and career. The second most effective strategy was
obtaining a mentor-about 53% of the practicing principals claimed using this strategy.
Another effective strategy employed by successful principals was setting career goals
and formulating a plan of action. In addition, the factors that had the least amount of
facilitating effects were moving to another district or city for an administrative position
(69%) followed by the following factors: utilizing an ole' boys'/ girls' network (65%),
participating in club activities (60%) and obtaining a doctorate (43%). When comparing
the successful strategy employed by principals and between majority and minority
principals, the ANOVA revealed that there is a significant difference between minority
and majority principals when it comes to participating in professional organizations.
Minority principals believed that participating in professional organizations and
participating in community organizations were both important strategies that they used to
obtain their job as a principal. In addition, minority principals thought that improving
interviewing skills, attending workshops and seminars for aspiring administrators,
setting career goals, and formulating a plan of action were more significant aides in their
success in getting the job as principal. They had higher average values on all of these
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factors. However, there was not a significant difference on sum of strategy, barrier
subscales and overall strategy scores between minority and majority principals.
Based on the findings related to research question four, minority principals and
majority principals both believed that they applied strategies that helped them get their
jobs. Assistant principals could benefit from understanding the strategies that principals
have employed to become principals. If assistant principals want to be successful in their
quest to become principals, then the advice from principals should not be ignored.
Developing time management skills and improving your overall profile, appear to have
given principals increased opportunities for success. Minority principals agreed with
their majority counterparts that developing time management skills and obtaining a
mentor were critical, but believed that their community activity was crucial to their
success. Overall, however, minority principals and majority principals, based on their
responses, believed that strategies were necessary and useful regardless of race and
ethnicity.

Research Question 5. Are there significant differences between the strategies assistant
principals plan to use to attain a principalship and those employed by principals who
attained a principalship?
A further question considered by this researcher was whether there were
significant differences between the strategies assistant principals plan to use to attain a
principalship and those employed by principals who attained a principalship. Principals
had higher average values on the poor self-image question than assistant principals.
Assistant principals had higher average values on participation in internships. Principals
believed that positive self-image was critical to them getting the job, while assistant
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principals believed that participating in internships is a useful strategy. However,
assistant principals and principals did not differ when it comes to their perceived
strategies, used strategies, and overall strategies in attaining principalship.
Based on these findings, principals and assistant principals appear to be consistent
in their beliefs about which strategies will be and have been helpful in attaining a
principalship. This implies that those who aspire to be principals are on the right track
regarding how to become principals.
Summary
In summary, the current study revealed that the key perceived inhibiting barriers
for all assistant principals are exclusion from the ole boys '/girls' network, and lack of a
sponsor. The factor that has the least amount of inhibiting effect for assistant principals is
poor self-image followed by the following factors: selecting the wrong career path, lack
of support from peers and family, and conflict with spouse's or significant other's career.
Regarding the most inhibiting factors, the findings of the current study also revealed that
there is a significant difference between principals and assistant principals when it comes
to self-image. Principals appeared to believe that poor self-image was a more significant
barrier than did assistant principals.
Regarding the perception of assistant principals on ascendancy barriers, research
studies have identified factors such as lack of mentors and role models, low self esteem,
lack of self-confidence, hesitancy to take risks, lack of assertiveness, limited professional
networks, community demographics, negative attitudes about minorities, and exclusion
from the "Good ole' boys" network (Beason, 1992). The findings of the current research
are consistent with previous studies. Further, the current study identified the least
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inhibiting barriers as perceived by the principals and principal aspirants which were poor
self-image, selecting the wrong career path, lack of support from peers and family, and
conflict with spouse's or significant other's career.
Researchers argued that principal aspirants need to employ various strategies to
advance for a principalship. Those strategies include securing a mentor, networking,
having a sense of moral purpose, attending seminars and workshops, obtaining a
terminal degree, participating in professional organizations, and being willing to
relocate in order to advance (Beason, 1992; Chappell, 2000; Pullan, 2001). Developing a
career plan, improving interviewing skills, developing time management skills,
understanding the change process and conflict management, and keeping a positive
attitude are personal strategies that can be employed by an assistant principal when
seeking a position as a principal (Beason; Chappell; Fullan).
This study revealed that the most facilitating strategies for aspiring principals are
attending seminars ·and/or workshops for aspiring administrators followed by setting
career goals and formulating a plan of action, and developing time management skills to
balance family and career. The least facilitating factors are moving to another district or
city for an administrative position, utilizing an ole boys'/old girls' network, participating

in club activities, and obtaining a doctorate. There has not been much research on the
topic regarding differences in barriers and strategies as perceived by principals and
principal aspirants, nor between minority principals and majority principals. This
researcher found that there is a significant difference between minority and majority
assistant principals on their perceptions of barriers when it comes to the lack of
opportunities for training and the lack of role models. Minorities perceived that a lack of
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opportunities for training and a lack of role models have been significant barriers to their
ascendancy to the principal ranks.
Regarding effective strategies, there is a significant difference between minority
and majority assistant principals when it comes to participating in community
organizations and participating in club activities. Minorities, in this study, thought that
participating in community organizations and participating in club activities are
strategies that they intend to use to facilitate their ascendancy to the prinicipalship. This
difference in perceived effective strategies between minority assistant principals and
majority assistant principals could be due to cultural phenomena.

According to Chaves

and Higgins (1992), a long history of persecution and extremely limited opportunities
have led Blacks to become more actively engaged in social organizations that promote
the common good and to participate in churches and other community groups that
perform tasks beyond what is traditionally religious. This cultural influence and a
historical commitment to participating in groups that promote advancement and
liberation, may have influenced the difference in the responses regarding key strategies
between minority and majority assistant principals. According to Stoll (2001),
participating in social organizations help individuals build social relationships and access
social resources that are likely to enhance their social and career prospects. And African
Americans, in an effort to have social and professional upward mobility continue to
participate voluntarily in organizations more than other ethnic groups (Stoll).
Minority assistant principals also believed, more than their Majority counterparts,
that the development and use of strategies would play a critical role in them getting a job
as a principal. Regarding the most inhibiting barriers, there is a significant difference
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between minority and majority principals when it comes to the time taken away from
career to stay at home with children and job requirements that eliminate eligibility
questions. Majority principals had taken more time away from career to stay at home
with children and believed that job requirements that eliminate eligibility have been an
inhibitor in their path to career ascendancy. These analyses yielded valuable insight on
this topic. The findings have important implications for theory building as well as for
future studies. These implications for practice, future studies, and suggestions for
principal aspirants will be discussed in the next sections.

Conclusions
It is exciting to find that barriers based solely on race and ethnicity were minimal.

This may be attributed to an increased sensitivity and awareness of diversity and cultural
issues as well as legislation regulating fairness, equity, and equality. However, district
cultural issues, such as the ole'boys/ole' girls' network, still appear to be real barriers in
the minds of both principals and aspiring principals. This is consistent with the previous
literature on this subject as it relates to aspiring female administrators (Beason, 1992;
Chappell, 2000). There are some strategies that can be employed in order to overcome
those perceived organizational barriers. Based on the findings of this study, it is
suggested that both majority and minority aspiring principals develop a holistic approach
to their job quest. A holistic approach involves becoming well rounded by having solid
academic preparation, a sense of moral purpose, and a drive to be successful. These
qualities manifest themselves in the development and use of strategies and plans. A
focus simply on academic preparation and meeting state licensure standards is not what
principals believe will help get them the job.
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Long before deciding to apply for the principalship, assistant principals should
make certain that they are involved in activities, within their communities, as well as at
the state, national, and international levels that provide opportunities for leadership and
service. In addition, while in the teaching ranks, principal aspirants should find effective
school leaders and ask them to serve as sponsors and mentors, to serve as models to guide
them through the process of becoming a school leader. Principal preparation programs
should develop strong mentoring environments and potentially mandate a community
service requirement that would help those who have limited community service
opportunities, due to time and family constraints, to heighten their chances of getting a
principal job. Furthermore, the findings of this study suggest that graduate schools of
education should encourage the recruitment of underrepresented ethnic groups into
principal preparation programs. Making certain that there are qualified minority
applicants could have some benefit to breaking up the still perceived ole' boys/ole' girls'
network. Also, because a lack of mentors and role models was cited as a key inhibitor,
perhaps aspiring principals should seek mentors who are a part of the ole' boys/girls'
network to help guide them through the process and help them gain access to the
network.
While those external strategies are clearly important to develop and necessary to
use, this researcher also would suggest that principal aspirants do self-reflective analysis
and make certain that there are some intrinsic skills that they have or are willing to
develop. Principal aspirants should each develop comprehensive five-year, ten-year, and
fifteen-year plans that outline and identify their career goals and potential timelines. This
will help to focus their work and provide a guide as they attempt to advance their career.
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Additionally, aspiring principals should believe that they are capable of being a school
leader and be confident in their knowledge, skills, and abilities. Self-belief, principals
suggested, was one of the characteristics that helped them continue to apply for the job,
even when they did not find initial success.
The results of this study answered many questions about the barriers encountered
and the successful strategies that should be used and already are being used by principal
aspirants and current principals. Furthermore, the results highlighted only slight
differences regarding the barriers faced by minority principal aspirants and their majority
counterparts. Overall, however, despite those differences, each group believed that most
barriers are related to organizational culture or are connected to intrinsic qualities that are
innate or developed over time. This study identified valuable strategies that can be used
by all aspiring principals regardless of race and ethnicity that, hopefully, will prove
useful in their job search.
Implications for Further Research
Each question answered, however, raises additional questions, issues, and
concerns that should be explored in future studies. Any future study using the
Administrator's Barrier Strategy Inventory should change question 39 to a yes/no
question. The current wording of the question is confusing and causes some skewing of
the data.
Some future studies could include a longitudinal study that follows a group of
principal aspirants' who failed to attain a principalship, but are still attempting to attain a
principalship; an ethnographic case study that could help stakeholders and district leaders
better understand the connection between cultural factors and barriers and strategies; a

Upward Mobility

111

study on whether geographic location of assistant principals' schools influences
perceptions of barriers encountered and strategies employed in seeking a principalship; a
study of the influences of age on principal aspirants' ability to get a job as principal; and
a study of the types of principal preparation programs, mentoring, and networking
opportunities that are most effective for minority principal aspirants could be
investigated.
Further research into this topic may contribute to the expansion of the body of
knowledge on the barriers and strategies assistant principals' experience. This can be
achieved by conducting studies, which could be sampled from a large population of
current principals, principal aspirants and previous principal applicants who failed to
attain a principalship position.
Additionally, researches may also be conducted on whether the barriers and
strategies perceived by principals and principal aspirants are different between males and
females and among other demographic characteristics such as age of participants,
educational background, ethnicity, and geographic location of schools. This could be
done by using quasi-experimental design. Differences in the perceptions of barriers and
strategies in attaining a principalship between majority and minority, between current
principals and principal aspirants may be revealed from such studies.
Further research efforts should include qualitative approaches, which could
provide more detailed and nuanced information that would not be evident through the
quantitative approach. Research into the perceptions of the target population might yield
valuable findings about how the experiences of using strategies and overcoming barriers
affect the success in attaining a principalship of minorities including women. A
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phenomenological study may be useful for such an approach, and an ethnographic case
study could be conducted to better understand the connection among cultural factors and
barriers and strategies. The findings from such studies may help future stakeholders and
school district administrators to address the problems in recruiting and promoting
qualified minorities.
In addition, there is not much research on barriers and strategies as perceived and
used by successful principals. For this reason it is recommended that a longitudinal study
be conducted to follow a group of assistant principals who failed to attain a principalship
in the past and have plans in attaining a principalship in the future to evaluate the barriers
and effective strategies they perceived to be important. The findings of such a study may
expand the body of research regarding the barriers and strategies as perceived by current
principals and principal aspirants in attaining a principalship. It will contribute to the
body of knowledge in assisting stakeholders and school district administrators in
exploring the differences of perceptions of majority and minority principals on barriers
and strategies in attaining principalship. The findings may also help aspiring principals to
identify the perceived barriers and determine the perceived barriers of currently
practicing principals. Additionally, these findings may assist principal preparation
programs in developing programs of study that promote community service, provide
networking chances, and help to match principal aspirants with role models and mentors.
Principal preparation programs could begin to help aspiring principals redefine what it
means to have role models and mentors. Role models and mentors, in addition to persons
who spend time with individuals helping to provide guidance and support, can also be
those, who through their writings, speeches, and profile can provide guidance and support
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without physical presence (Edelman, 2000). Marian Wright Edelman (2000) highlights
several key figures in her life that served as mentors to her and aided in her development
without her knowing or meeting them. This kind of redefining of modeling and
mentorship could help aspiring principals connect with ancestral figures who provide a
framework for skill development and growth. Furthermore, school districts, state
policymakers, and universities can use these data to target underrepresented ethnic groups
when recruiting for entry into principal preparation programs and when looking at
potential future school leaders. The results of such studies holds promise to help aspiring
principals develop their own strategies and use the successful strategies already employed
by those who have they job they hope to have.
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Appendix A
Transmittal Letter to School Superintendents
Dear Superintendent(s) Jones, Liverman, Merrill, Nichols, & Stuckwisch
I am presently conducting a study on elementary, middle, and high school principals in
the Tidewater area of Virginia in order to complete my Doctor of Education (Ed.D.)
degree requirements. The study will focus on the barriers encountered and the strategies
used in your pursuit of a principalship. It will also focus on the differences in the
perceptions of those barriers and strategies between currently practicing principals and
assistant principals. This information will provide guidance and support to aspiring
principals who might find themselves in similar situations. I seek your support and, if
possible, a letter, via email, to the principals and assistant principals in your division(s)
that informs them of this impending study. I believe this letter will go a long way in
assisting me with collecting this data in a timely fashion with a reliable sample. The
survey instrument takes approximately 10- 12 minutes to complete and will be sent via
email. As a school board member, experienced teacher, coach, and dean of students, I
honor how valuable your time is and am grateful for any assistance that you provide. I
would like to begin sending the surveys on June 1, 2009 and would like to have them
returned by June 23, 2009. To protect the anonymity of individuals, no names or codes
will be used on any questionnaire denoting your identity. However, respondents will be
grouped by school division and ethnicity (Minority/Majority) for the purposes of
analyzing and interpreting the data. The questions on the survey(s) require experience as
either a principal or assistant principal, therefore they are only being sent to current
assistant principals and principals.
If you have any questions regarding this study, you may contact me at tcdavi@wm.edu,
or my dissertation chairperson, Dr. Michael F. DiPaola, Chancellor Professor of
Education, The College of William and Mary, at mfdipa@wm.edu. A summary of the
results of this study will be sent to each of you. Participation is voluntary and there is no
penalty for non-response to the survey as a whole or specific questions on it. In addition,
though, a $50 gift card will be given to one person from each school division in the
sample. The person will be randomly selected based on an email address lottery system.
I am deeply grateful for your consideration and participation in this effort. Thank you.
Sincerely,
Todd C. Davidson,
Doctoral Candidate
The College of William and Mary
THIS PROJECT WAS APPROVED BY THE COLLEGE OF WILLIAM AND MARY PROTECTION
OF HUMAN SUBJECTS COMMITTEE (Phone 757-221-3966) ON 2009-06-01 AND EXPIRES ON
20 10-06-0 1.
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Appendix B
Transmittal Letter to Participants
Dear Principal/Assistant Principal,
I am presently conducting a study on elementary, middle, and high school principals in
the Tidewater area of Virginia in order to complete my Doctor of Education (Ed.D.)
degree requirements. The study will focus on the barriers encountered and the strategies
used in your pursuit of a principalship. It will also focus on the differences in the
perceptions of those barriers and strategies between currently practicing principals and
assistant principals. This information will provide guidance and support to aspiring
principals who might find themselves in similar situations. Your honest response, as a
principal/assistant principal, to the attached questionnaire will be most helpful in securing
the information needed to complete this study. It will take approximately 10- 12
minutes of your time to complete. As a school board member, experienced teacher, and
dean of students, I understand how valuable your time is to you. However, the questions
can be addressed with short answers. I will need to have the completed questionnaire
returned by June 23, 2009.
To protect the anonymity of individuals, no names or codes will be used on any
questionnaire denoting your identity. However, respondents will be grouped by school
division (using pseudonyms) and ethnicity (Minority/Majority) for the purposes of
analyzing and interpreting the data. The questions on the survey(s) require experience as
either a principal or assistant principal, therefore they are only being sent to current
assistant principals and principals.
If you have any questions regarding this study, you may contact me at tcdavi@wm.edu,
or my dissertation chairperson, Dr. Michael F. DiPaola, Chancellor Professor of
Education, The College of William and Mary, at mfdipa@wm.edu. To receive a
summary of the survey results, check the appropriate box or contact me via email. Your
participation is voluntary and there is no penalty for non-response to the survey as a
whole or specific questions on it. In addition, though, a $50 gift card will be given to one
person from each school division in the sample. The person will be randomly selected
based on an email address lottery system. I am deeply grateful for your consideration and
participation in this effort. A link at the end of this letter will take you directly to the
survey for your completion. Thank you.
Sincerely,
Todd C. Davidson,
Doctoral Candidate
The College of William and Mary
THIS PROJECT WAS APPROVED BY THE COLLEGE OF WILLIAM AND MARY PROTECTION
OF HUMAN SUBJECTS COMMITTEE (Phone 757-221-3966) ON 2009-06-01 AND EXPIRES ON
20 10-06-0 1.
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Appendix C
Survey Instruments for Participants

The Administrator's Barrier-Strategy Inventory
(Assistant Principals)
Part I

1.

Racial Ethnicity (Circle Number)
1- White

2- Black/African American
3 - Hispanic/Latino
4- Other

2.

Other than the time you might have taken off to stay home with your children,
have you taken any other time off away from your educational career? (Circle
Number)
1- Yes

2-No
If yes, how long?
_ _ _ _ _ _ Years
_ _ _ _ _ _ Months

3.

Highest Degree attained (Check One)
_ _ _ _ _ _ _ Bachelor's
_ _ _ _ _ _ _ Master's
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_ _ _ _ _ _ _ Specialist's
_ _ _ _ _ _ _ Doctorate

4.

Number of years classroom teaching

5.

Number of years as an assistant principal

6.

Would you move outside of your current location for a career advancement
opportunity? (Circle Number)
1- Yes

2-No

7.

Level of current assistant principalship (Circle Number)
1 - Elementary School
2 - Middle School
3 - High School

8.

Number of students presently enrolled in your school _ _ _ _ __

9.

Racial composition of your students (e.g., 50% Hispanic, 10% African
American, 40% White) _ _ _ __

10.

Percentage of students on free or reduced lunch (Fill in percentage. If not
applicable, check "Not applicable.")
_ _ _ _ _ % On free or reduced lunch

_ _ _ _ _ Not applicable

11.

How would you classify your current school? (Circle Number)
1- Urban
2- Suburban
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3- Rural

12.

What career path did you follow in obtaining your first assistant
principalship?
1 -Teacher, assistant principal
2- Teacher, central office administrator/supervisor, assistant principal
3- Teacher, guidance counselor, assistant principal
4 - Other (If the career path you used was different from those listed
above, please specify.) - - - - - - - - - - - - - - - - -

13.

Have you ever served as an assistant principal on a different level from your
current position? (Circle Number)
1- Yes
2-No
If yes, please s p e c i f y - - - - - - - - - - - - - - - - - -

14.

Specify ultimate career aspiration. (May include present position).

15.

Have you ever applied for a job as a principal?
1- Yes
2-No
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Listed below are some of the inhibiting factors other administrators have indicated they
have faced while pursuing a principalship. Please circle the number that most closely
represents your experience regarding encountered barriers.

Part II
0 =This was NOT an inhibiting factor that I've experienced.
1 = This was somewhat an inhibiting factor
2 = This was a major inhibiting factor. (Major = Strong Barrier to Advancement)

16.

Lack of assertiveness or self-confidence

0

1

2

17.

Lack of training in leadership skills

0

1

2

18.

Lack of a sponsor

0

1

2

19.

Lack of incentives

0

1

2

20.

Lack of access to informal interactions

0

1

2

21.

Lack of opportunities for training

0

1

2

22.

Lack of support from peers and family

0

1

2

23.

Lack of a professional network

0

1

2

24.

Lack of administrative experience

0

1

2

25.

Lack of role models

0

1

2

26.

Reluctance to take risks

0

1

2

27.

Reluctance to leave teaching

0

1

2

28.

Time taken away from career to stay home with children

0

1

2

29.

Conflict or confusion regarding life goals

0

1

2

30.

Selecting the wrong career path

0

1

2

31.

Stuck in positions that do not provide chances for mobility 0

1

2
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32.

Poor self-image

0

1

2

33.

Racial discrimination in hiring

0

1

2

34.

Conflict with spouse's or significant other's career

0

1

2

35.

Personal anxiety about being a parent while pursuing career 0

1

2

36.

Sex discrimination in hiring

0

1

2

37.

Exclusion from the old boys'/girls' network

0

1

2

38.

Job requirements that eliminate eligibility

0

1

2

39.

You found your climb to the principalship mainly barrier-free 0

1

2

40.

Please describe other barriers you encountered or are currently encountering.
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Listed below are some strategies other administrators have indicated they used to achieve
their principalship. Please circle the number that closely represents strategies you have
used and/or intend to use in pursuit of a principalship.

Part III
0 = This is NOT a facilitative strategy that I have used or plan to use.
1 =This is somewhat of a facilitative strategy.

2 =This is a major facilitative strategy. (Major= I believe that this will contribute
directly to my advancement if I engage in this activity)
41.

Obtain(ed) a mentor

0

1

2

42.

Participate( d) in professional organizations

0

1

2

0

1

2

0

1

2

(NASSP, NEA, ASCD, etc.)
43.

Participate( d) in community organizations
(Scouts, Church, etc.)

44.

Participate( d) in club activities
(Tennis, Golf, etc.)

45.

Volunteer(ed) for committees

0

1

2

46.

Taking or took on extra jobs in the district

0

1

2

47.

Participate(d) in internships

0

1

2

48.

Promote(d) yourself

0

1

2

49.

Develop(ed) time management skills to

0

1

2

balance family and career
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50.

Use( d) positive self-talk such as "I know
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0

1

2

I am good and I can do this"
51.

Utilize(d) an old boys' /old girls' network

0

1

2

52.

Attend(ed) seminars and/or workshops for

0

1

2

aspiring administrators.
53.

Obtain(ed) a doctorate

0

1

2

54.

Improve(d) interviewing skills

0

1

2

55.

Set career goals and formulate( d) a plan

0

1

2

56.

of action.
Move(d) to another district or city for an

0

1

2

57.

administrative position
Please describe other strategies you have used or plan to use in pursuit of a
principalship.
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This concludes the survey. Thank you for your cooperation and professionalism
in taking time to complete this survey. Your input will serve as a valuable resource for
current and aspiring administrators. If you wish to receive a summary of the research
results please indicate your desire by circling the appropriate number.
1 - I do desire to receive of summary of the research results
2 - I do not desire to receive a summary of the research results

129

Upward Mobility

The Administrator's Barrier-Strategy Inventory
(Principals)
Part I

1.

Racial Ethnicity (Circle Number)
1- White
2 - Black/African American

3 - Hispanic/Latina
4- Other

2.

Other than the time you might have taken off to stay home with your children,
have you taken any other time off away from your educational career? (Circle
Number)
1- Yes

2-No
If yes, how long?
_ _ _ _ _ _ Years
_ _ _ _ _ _ Months

3.

Highest Degree attained (Check One)
_ _ _ _ _ _ _ Bachelor's
_ _ _ _ _ _ _ Master's
_ _ _ _ _ _ _ Specialist's
_ _ _ _ _ _ _ Doctorate
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4.

_ _ _ _ _ _ _ Number of years classroom teaching

5.

_ _ _ _ _ _ _ Number of years as a principal

6.

What is the number of districts in which you have been employed as either a
teacher or administrator?

7.

Would you relocate for purposes of career advancement? (Circle Number)
1- Yes
2-No

8.

Level of current principalship (Circle Number)
1 - Elementary School
2 - Middle School
3 - High School

9.

Number of students presently enrolled in your school _ _ _ _ __

10.

Racial composition of your students (e.g., 50% Hispanic, 10% African
American, 40% White) _ _ _ __

11.

Percentage of students on free or reduced lunch (Fill in percentage. If not
applicable, check "Not applicable.")
_ _ _ _ _ % On free or reduced lunch

_ _ _ _ _ Not applicable

12.

How would you classify your current school? (Circle Number)
1- Urban
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2- Suburban
3- Rural

13.

What career path have you followed in obtaining your first principalship?
1 -Teacher, assistant principal, principal

2- Teacher, central office administrator/supervisor, principal
3 -Teacher, guidance counselor, principal
4 - Other (If the career path you used was different from those listed
above, please specify.) - - - - - - - - - - - - - - - - -

14.

Have you ever served as a principal on a different level from your current
position? (Circle Number)
1- Yes

2-No
If yes, please s p e c i f y - - - - - - - - - - - - - - - - - -

15.

Specify ultimate career aspiration. (May include present position).

Listed below are some of the inhibiting factors other administrators have indicated they
have faced while pursuing a principalship. Please circle the number that most closely
represents your experience regarding encountered barriers.
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Part II
0 =This was NOT an inhibiting factor that I've experienced.
1 = This was somewhat an inhibiting factor
2 =This was a major inhibiting factor. (Major= Strong Barrier to Advancement)

16.

Lack of assertiveness or self-confidence

0

1

2

17.

Lack of training in leadership skills

0

1

2

18.

Lack of a sponsor

0

1

2

19.

Lack of incentives

0

1

2

20.

Lack of access to informal interactions

0

1

2

21.

Lack of opportunities for training

0

1

2

22.

Lack of support from peers and family

0

1

2

23.

Lack of a professional network

0

1

2

24.

Lack of administrative experience

0

1

2

25.

Lack of role models

0

1

2

26.

Reluctance to take risks

0

1

2

27.

Reluctance to leave teaching

0

1

2

28.

Time taken away from career to stay home with children

0

1

2

29.

Conflict or confusion regarding life goals

0

1

2

30.

Selecting the wrong career path

0

1

2

31.

Stuck in positions that do not provide chances for mobility 0

1

2

32.

Poor self-image

0

1

2

33.

Racial discrimination in hiring

0

1

2
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34.

Conflict with spouse's or significant other's career

0

1

2

35.

Personal anxiety about being a parent while pursuing careerO

1

2

36.

Sex discrimination in hiring

0

1

2

37.

Exclusion from the old boys'/girls' network

0

1

2

38.

Job requirements that eliminate eligibility

0

1

2

39.

You found your climb to the principalship mainly barrier-free 0

1

2

40.

Please describe other barriers you encountered or are currently encountering.
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Listed below are some strategies other administrators have indicated they used to achieve
their principalship. Please circle the number that closely represents strategies you have
used and/or intend to use in pursuit of a principalship.

Part III
0 =This is NOT an facilitative strategy that I have used or plan to use.
1 =This is somewhat of a facilitative strategy.
2 =This is a major facilitative strategy. (Major= I believe that this contributed
directly to my advancement to my principalship)
41.

Obtain(ed) a mentor

0

1

2

42.

Participate( d) in professional organizations 0

1

2

0

1

2

0

1

2

(NASSP, NEA, ASCD, etc.)
43.

Participate( d) in community organizations
(Scouts, Church, etc.)

44.

Participate( d) in club activities
(Tennis, Golf, etc.)

45.

Volunteer(ed) for committees

0

1

2

46.

Taking or took on extra jobs in the district

0

1

2

47.

Participate(d) in internships

0

1

2

48.

Promote(d) yourself

0

1

2

50.

Develop(ed) time management skills to

0

1

2

0

1

2

balance family and career
50.

Use( d) positive self-talk such as "I know
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I am good and I can do this"
51.

Utilize(d) an old boys'/old girls' network

0

1

2

52.

Attend(ed) seminars and/or workshops for

0

1

2

aspiring administrators.
53.

Obtain(ed) a doctorate

0

1

2

54.
55.

Improve(d) interviewing skills
Set career goals and formulate( d) a plan

0
0

1
1

2
2

0

1

2

of action.
58.

Move( d) to another district or city for an
administrative position

59.

Please describe other strategies you have used or plan to use in pursuit of a
principalship.
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This concludes the survey. Thank you for your cooperation and
professionalism in taking time to complete this survey. Your input will serve as a
valuable resource for current and aspiring administrators. If you wish to receive a
summary of the research results please indicate your desire by circling the
appropriate number.

1 - I do desire to receive of summary of the research results
2 - I do not desire to receive a summary of the research results
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AppendixD
Copyright Approval Email Correspondence
Date: Tue 14 Nov 12:26:29 EST 2006
From: "Beason, Janet" <JBeason@avondale.k12.az.us>
Subject: Re: The Administrator's Barrier-Strategy Inventory
To: <tcdavi@wm.edu>
Dear Mr. Davidson,
You definitely have my permission to use The Administrator's
Barrier-Strategy Inventory. How exciting that someone is still interested
in using my survey! Please let me know your results. Good Luck.
Janet H. Beason:>)

On 11/13/06 4:14PM, "tcdavi@wm.edu" <tcdavi@wm.edu> wrote:
Greetings to you Dr. Beason! Attached you will find a request to use your
"Administrator's Barrier-Strategy Inventory" in my dissertation research.
Thank you, in advance, for your consideration regarding my inquiry.
Todd C. Davidson, Doctoral Student
The College of William and Mary
Williamsburg, Virginia 23187
757-427-3330 (Work)
757-285-9409 (Cellular)

